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ABSTRACT OF THE THESIS 
THE CAREER AND MOBILITY OF LIBRARIANS IN NIGERIA 
by 
BRIGGS CHINKATA NZOTTA 
In Nigeria library services are developing rapidly as part of a fast 
developing economy and social infra-structures. This rapid expansion 
calls for trained manpower to manage the services. It is assumed that 
a thorough knowledge of existing personnel is essential for adequate 
planning and implementation of an effective strategy to supply the 
professional personnel required, both now and in the future, to meet the 
growing demand. 
Consequently this study has been undertaken in order to discover the personal 
characteristics (sex, age, marital status, etc.), social origins, educational 
backgrounds, and career and mobility patterns of librarians in Nigeria. 
Factors associated with career advancement and mobility are examined. Why, 
in the first place, individuals choose librarianship as a career and the 
contributions they are making to the professional literature and the 
professional associations are also investigated. Running through this 
study of a sample of librarians in a developing country is an attempt to 
relate the findings to thos~ of similar studies in developed countries. 
The sample consists of 267 librarians (179 men and BB women) selected from 
various types of libraries and the library schools in the country. Data 
was collected by means of a questionnaire. 
Among other findings, the results show that, unlike in developed countries, 
male librarians in Nigeria outnumber the female by about two to one. The 
librarians are relatively young, half not above 35. There are few 
expatriate librarians. Most librarians come from ordinary working class 
families and their parents have little or no formal education. 
10 About 90~; of the librar ians are graduates while 99~; have professional 
qualifications. They choose the profession mainly for reasons similar to 
those of librarians in developed countries; Many have previously tried 
their hands at other occupations or professions, especially teaching; and 
they tend to join the profession rather late in life. Most have yet had 
short professional careers, not exceeding ten years. About 60% are mobile. 
The majority are satisfied with their professional careers. 
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CHAPTER 1 
INTRODUCTION 
Know thyse If • 
(Inscription at the Delphi Oracle. 
From Plutarch's Morals. ) 
Self-reverence, self-knowledge, self-control, 
These three alone lead life to sovereign power. 
(From Lord Alfred Tennyson's 
"Oenone" [1832], 1.142 ) 
In most developing countries, especially in Africa, modern libraries and 
librarianship are a twentieth century phenomenon. Libraries, in the true 
sense of the word, were first established in this century. For instance, 
in the East African countries of Kenya, Tanzania and Uganda public library 
services date back to 1948 when the East African Literature Bureau, an arm 
of the then East African High Commission, was charged with the responsibility 
of providing library services throughout the territory.l Similarly in 
Ghana the first efforts to build a public library were made in 1928 by the 
·Rev.John Aglionby, the Lord Bishop of Accra. However it was not until 
1945 when a British Council library and reading room was opened that the 
first real step towards a nationwide public library service was taken. 2 
In both areas other types of libraries were established at about the same 
time as, or even later than, the public libraries. 
Nigeria is not an exception to the above fact. Aguolu has shown that through 
the influence of Islamic scholar hip "libraries" had existed in Northern 
Nigeria before Nigeria itself came into existence. He has also traced the 
development of special libraries to 1900 when the law library within the 
Federal Ministry of Justice in Lagos was established.3 However he seems to 
endorse Ogunsheye's view that 
It would be wrong to assume ••• that libraries were 
introduced into Nigeria in 1948 ••• [However] The period 
of proper library history can be said to start with the 4 
establishment of the University College Library in 1948. 
Modern librarianship as a profession began to take roots in Nigeria when 
the University College (now University of Ibadan) was established and John 
Harris was appointed its first Librarian. He not only helped and encouraged 
2 
many young Nigerians to qualify as librarians, he also was very instrumental 
in the establishment of the first library school in the country. 
The first indigenous librarian, Mr. Kalu Okorie, got his first professional 
qualification in 1950. A few years later others followed in his footsteps, 
until there emerged a continuous stream of young qualified librarians 
joining the profession every year. Initially all these were trained abroad. 
However libraries were developing in the country at a faster rate than they 
could depend on overseas institutions for the provision of all their trained 
manpower requirements. Therefore in 1960, following the concerted demands 
and efforts of the professional association and individual members, a library 
school was established in Ibadan. Since those early days the number of 
qualified librarians in Nigeria has grown steadily. The Director of the 
National library of Nigeria estimated this number to be 600 in 1976.5 
Compared with the developed countries the above number is quite small indeed. 
However, despite that, the librarians in Nigeria have made a reasonable 
impact on the scene and an appreciable contribution to the development of 
the profession, even at the international level. For instance, a look at 
library literature, library and Information Science Abstract, or any other 
current awareness tool in the field will demonstrate the amount of 
contributions librarians in Nigeria are making to the literature and research 
in the subject. 
Consequently one becomes curious to know really who these librarians are, 
their characteristics both as individuals and collectively as members of a 
profession. 
profession. 
This curiosity is increased if one is also a member of the 
As Morrison put it: 
The yearning for self-knowledge is endemic in mankind. 
One manifestation of this is a hunger on the part of the 
individual for information about the characteristics of 
the group ·of which he is a part and about the place of 
that group in 50ciety.6 
At the same time Norrison realized that such knowledge is desirable not only 
for its own sake. 
value -
It might also be even more useful for its utilitarian 
It is to be expected that this information may be of some 
use to individuals in planning their lives; to the 
professional group as a whole in selecting, recruiting, 
and training new members; and to personnel administrators 
in developing the staffs ••• 7 
3 
Margaret Slater was even perhaps more forceful than Morrison in bringing' 
out the practical values of this type of information or knowledge -
A study of career pattern and mobility in any profession 
would seem to have multiple practical applications. On 
the broad national level, findings should provide data 
useful for manpower forecasting or planning, and for 
educational policies and programmes. ••• On the 
organizational level, results could provide guidance in 
recruiting, staff training, staff development plans, even 
perhaps better utilisation of the whole library/information 
resource within the parent institution.8 
Slater went on to describe the values of such a study to the individual.9 
Individual workers do wonder sometimes whether their job experiences are 
typical or normal. Therefore studies of career patterns, job satisfaction 
and expectations do help to put such individual questionings into broader 
perspectives. Potential and new recruits want as much information as 
possible about their chosen profession to be able to determine whether,they 
have made the right choice. Consequently results of research into career 
,patterns, job satisfaction, work-style and occupational image will be found 
helpful in vocational guidance. 
Purpose of Study: In the light of the above facts and advantages to be 
derived from such a project, this study is therefore being undertaken. Its 
purpose is to find out 
(a) the personal characteristics (sex, age, marital status, etc.) and social 
origins (parental backgrounds) of librarians in Nigeria; 
(b) their educational backgrounds (academic and professional qualifications); 
(c) their reasons for and time of choice of librarianship as a profession; 
and individuals influencing this choice; 
(d) their library career patterns and factors influencing these patterns; 
(e) membership of professional and scholarly associations, contributions to 
professional literature, and factors associated with these; 
(f) patterns of mobility, reasons for mobility and non-mobility, and factors 
associated with these; and 
(g) if there is any relationship existing between the personal characteristics 
and qualifications of the librarians on the one hand, and their reasons 
for choice of librarianship as a career and their career and mobility 
patterns on the other. 
4 
The purpose of this research project can as well be viewed from a broader 
perspective than the one already given above. It is significant that 
Perry D. Morrison and Margaret Slater, who have been quoted extensively 
above, come from both sides of the Atlantic. One working in the field 
quickly discovers that virtually all the studies of the characteristics and 
careers of librarians deal with librarians of the developed countries. Hardly 
anything is said about librarians in developing countries. The very rare 
cases that one has come across, as will be shown in the literature review, 
appear usually as very small aspects of studies in other areas of librarianship. 
Yet one realizes that the knowledge of the characteristics of existing personnel 
is a very essential aspect of manpower planning. Every country, indeed every 
locality, needs this knowledge of its own personnel for its future planning. 
Such a study for any country or locality should in many respects be considered 
an original piece of work and not a replication of an existing study. This 
is particularly true of developing countries where great social, economic 
and cultural differences are known to exist between them and the developed 
countries, and even among themselves. Therefore an elaborate study of the 
characteristics of the professional personnel in a developing country, of 
which Nigeria is in many respects a representative sample, can be' considered 
a major contribution to knowledge in the field. 
In the final analysis the overall objective of this project is to gather and 
study the data required to help in the recruitment of the best available 
candidates for the library profession within the context of a ,developing 
society, viz. Nigeria. 
Assumptions 
research: 
The following assumptions have been made in conducting the 
(a) The selected sample is representative of all librarians in Nigeria. 
(b) The respondents' replies to the questions asked are honest and based 
on an understanding of the questions. 
Definition of Terms Some terms used in this study need to be 'defined: 
(a) Librarian: A librarian, as used here, is a person who either has a 
5 
recognised professional qualificiation in librarianship or occupies 
a professional position in a library. 
(b) External Mobility: External mobility refers to a change of employer 
or movement from one establishment to another, irrespective of 
geographical distance. 
(c) Geographical Mobility: Geographical mobility refers to a change of 
job or employer that involves movement across state boundaries, from 
one state to another, or from one country to another. 
The adjective "mobile" has been used to describe respondents who have changed 
their jobs sometime during their library careers; while the "non-mobile" 
respondents are those who have never changed jobs or moved from one library 
(or library school) to another. 
6 
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CHAPTER 2 
LITERATURE REVIEW 
Early in the twentieth century a few sociologists, like Pitirim Sorokinl , 
became interested in the study of the careers and patterns of mobility of 
workers. By the middle decades of the century a host of sociologists were 
working in the area of social and occupational or job mobility. The 
researchers included such notable pairs as Peter M. Blau and Otis Dudley 
Duncan,2 and Seymour Martin Lipset and Reinhard Bendix.3 
Since the early days of interest in the subject job mobility has been studied 
very widely in various subject fields. Though there has sometimes been some 
cross-fertilization of ideas among the different disciplines in their approach 
to the study of mobility, it seems essentially that each discipline approaches 
the subject from a more or less different angle distinguished by varying areas 
of emphasis. For instance, the sociologist is interested in job mobility 
mainly as part of the larger phenomenon, social mobility, which is concerned 
with movement of people up and down the social status scale. The economist on 
the other hand, looks at job mobility from the economic point of view, in 
terms of cost-benefit analysis, and demand and supply forces. 4 
Through the accumulation and comparison of research findings in various fields, 
however, some general principles of job mobility which seem applicable to 
cases in all disciplines have been discovered. Researchers in various 
disciplines have tried to apply such principles or test their validity in 
their own special fields. As Judith Braunage15 points out, Emerson 11iens6 
and Jack Ladinsky7 have listed variables which are usually found to affect job 
mobility and the type of relationship between each variable and mobility. 
Of the demographic factors only educational attainment and past mobility have 
positive relationship with job mobility - i.e. as the variable increases (the 
higher a person's educational attainment in this case) mobility increases 
also. Other demographic factors, (like age, marital status, family size, 
preference for a particular geographic area, ownership of a home) and job-
related factors (such as salary, job satisfaction and tenure) have inverse 
relationship with mobility - as each increases mobility or predisposition to 
move decreases. 
B 
Two other results of mobility studies generally have to be noted. First 
is the realization of the importance of occupational mobility in modern 
industrial society. In fact Harold L. WilenskyB believes that the study of 
types and rates of mobility is crucial to an understanding of modern society. 
Second is the eventual awareness that professionals generally exhibit some 
career characteristics, including job mobility patterns, which are quite 
different from those of other groups of workers. As a result of this, and 
the fact that the professions seem to be assuming a greater importance in 
modern society than in the past, considerable attention has been focussed 
on the characteristics and mobility patterns of professionals.9 
Besides the fact noted earlier that mobility studies in various subject fields 
have become more or less independent branches of study borrowing little or 
nothing from similar studies in other disciplines, some previous studies of 
mobility in librarianshiplO, 11, 12 have reviewed extensively the results 
of career and mobility research in other fields; and the revealed principles 
are applicable to librarianship. Therefore this literature survey will 
concentrate on past career and mobility projects in librarianship which are 
closely related to this one. The intention will be mainly to highlight the 
methodologies used in previous studies and their major findings to see later 
whether present results will be comparable to previous ones. 
Studies Concerned with Library School Students or Graduates 
The earliest surveys of careers in the library field dealt with either 
library school students or the subsequent careers of graduates of library 
schools. Notable among these were the works of Eugene H. Wilson,lJ Harriet 
E. Howe,14 and J. Periam Danton and LeRoy C. Merritt. 15 These studies arose 
out of the concern of library school teachers to understand the characteristics 
of their students, monitor the progress of these students when they leave 
library school and also to assess the success of the teachers themselves in 
producing the right type of manpower for the profession. The works were 
usually broad in outlook, examining such details as age, educational 
qualifications, and institutions attended, parental and social backgrounds. 
Studies of the next decade, the 1960s, tried to examine more specific issues. 
Kenna Forsyth and John F. Harvey16 inquired into the original residence of 
Drexel Library School students before they came to the school, where they 
9 
obtained their first degrees, and where they went to work on leaving 
library school. 
Data for the study were collected from two sources. For residence, the 221 
students graduating between 1960 and 1963 were used, while for the under-
graduate colleges and universities attended the 1954-60 graduates and those 
students enrolled in January 1964 provided the data. It was found that 
most students came from the states nearest to the library school. Another 
factor was whether or not the student's home state had its own library school 
or one that was nearer than Drexel. Similar ly, Danton and t1erritt, 17 Howe, 18 
and Wilson19 found that their library schools drew their students most heavily 
from their immediate areas. In all these studies too, most students received 
their first degrees from universities and colleges nearest to the library 
schools. 
Fifty-eight per cent of the Drexel library School graduates returned to the 
states of their original residence to work after obtaining their professional 
certificates. Thus there was a fair amount of geographical mobility among 
the graduates since 42% went to other states besides their home states to 
work. Eleven of the graduates were not working as librarians at the time 
of the study. 
The above survey was followed up shortly afterwards by that of Parr and 
Filderman20 which tried to find out the characteristics that distinguished 
the successful alumni of Drexel library School from the unsuccessful ones. 
A list was compiled of 52 alumni whose employment records showed they had been 
very successful in their positions. Some had even won professional 
recognition and honours awards while others had served as officers in national 
library associations. The second list was of 50 former students who were 
unsuccessful either as students or in their subsequent library positions. 
The relationship between certain variables related to their attendance at 
Drexel and career success was analyzed. It was found that successful 
graduates usually entered library school at a significantly younger age 
than their unsuccessful counterparts. The successful ones enjoyed better 
health, were much more highly rated academically by their teachers, actually 
performed much better academically and had stronger foreign language 
background (many more had studied several foreign languages) than their less 
successful colleagues. Though a majority of both groups of graduates 
10 
studied the liberal arts (especially English) for their first degrees, 
proportionally more of the successful ones attended prestigious institutions, 
and seven of the successful ones (as against one of the other group) had 
earned a master's degree in a subject field before going to the library 
school. More than twice as many individuals in the successful group as 
in the unsuccessful one had had some previous library work experience either 
before they were admitted into the library school or before they graduated 
from the library school. Thus it would seem that some characteristics 
of library school students were good indicators of their subsequent career 
success. 
In another study that was conducted soon afterwards Mary Parr2l was concerned 
with the success rates of candidates admitted to library schools - i.e. the 
proportion that is able to complete the course successfully. The study 
group consisted of 214 applicants offered admission in 1961 to the library 
school of Drexel Institute of Technology and 164 applicants offered admission 
in the same year to the library school of Pratt Institute. Surprisingly after 
five years (in 1966) only 42~~ and 5r~ had graduated from Drexel and Pratt 
respectively. There was no clear-cut relationship between graduation and 
sex or marital status. However undergraduate grade average (academic 
performance) was found to be a fairly good predictor of library school grade 
average. 
Other highlights of the results were that 10% of Drexel applicants and 24% of 
Pratt never registered for courses after the offer of admission; 14% of Drexel 
applicants and 17~~ of Pratt formally withdrew from the schools while 5~~ in 
each school were sent down for poor scholarship. Most probable reasons for 
non-completion of courses included ill health, pregnancy, financial reasons, 
transfer to another subject field, movement of student or her husband to 
another place, and loss of interest in the course or profession. 
Choice of Librarianship as a Career 
Some researchers have been concerned with factors which influence people to 
choose librarianship as a career. This aspect of career study is quite 
important as it deals with mobility into the profession and the factors 
attracting people to it. It is thus the main key to the solution of the 
manpower problem of the profession. 
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. Reagan22 in her doctoral dissertation identified five major factors in 
institutions of higher education which influenced students in their choice. 
The most important factor was the influence of various individuals with 
whom the student came in contact. The other factors were pUblicity materials, 
use of libraries, previous library work experience, and undergraduate library 
education courses which the student might have taken during his undergraduate 
career. 
McCreedy23 was interested in those factors which influenced school librarians 
to choose school librarianship as a career and why other library school 
students did not choose that option. Among the wide range of factors 
mentioned, experience as a student assistant in a school library and good 
school libraries were outstanding as influencing students to choose school 
librarianship. On the other hand, the poor image of some school librarians 
deterred the students with whom they came in contact from choosing school 
librarianship as a career. 
For a good number of the respondents school librarianship was their second 
career; they had tried their hands at other occupations before coming to 
librarianship. About half of those who did not choose school librarianship 
preferred other types of library work while that option did not occur to some 
others. 
In the process of examining their major issues a few other studies have also 
considered choice of librarianship. 
their major topics. 
Public Librarians 
These works will be reviewed under 
Though evidence abounds to show that librarianship and information service 
are a single service industry dealing with a common commodity, information,24 
even people in the profession usually like to classify librarians according 
to the types of libraries in which they work. Thus there are public 
librarians, school librarians, etc. Therefore most studies of career and 
mobility in librarianship have tended to focus attention on one type of 
librarian or another in one single project. At best two groups of 
librarians only (public and academic librarians for instance) may be studied 
together in a piece of work. It is very rare to get a project dealing with 
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all groups or types of librarians together. Consequently most of the 
literature survey will be according to types of librarians. 
landmark in several respects. It is Bryan's The Public Librarian25 is a 
perhaps the earliest detailed study of the career and characteristics of a 
group of librarians. Its comprehensiveness has probably never been approached 
by any other piece of work in the field. It is one of the major government 
agency funded research projects in the area of library personnel. Specialists 
from other fields, including sociologists, psychologists and statisticians, 
participated in the project. 
The Public Librarian is a major part of a larger project, the Public Library 
Inquiry, which was undertaken as a result of severe postwar shortage of 
qualified library staff and many unfilled places in library schools. It 
considered three major aspects of the manpower problem. First was the 
professional librarian himself - personal characteristics, education, economic 
status and library career. The other aspects were personnel administration 
practices in public libraries and the professional education programme. 
For the study of the characteristics of the public librarians, which is the 
main area of interest for this project, a sample of 60 public libraries out of 
the 7,408 existing in the United States then was chosen. Personal visits 
were paid to most of the selected libraries. A fifty-two page questionnaire, 
a personality inventory and a vocational interest blank were administered 
on 3,706 librarians. Responses were received from 3,107 (84~O. 
Below are some of the major findings about the characteristics of the 
librarians: 
1. 92% of the public librarians were women. 
2. Men, however, dominated the top administrative posts. 4~o of the \~omen 
held positions of head librarians or deputy head, as against 15% of the 
men holding similar positions. 
3. The median age of professional men was 39.3 while that of women was 42.6. 
4. In educational attainment and occupational level the parents of the 
librarians were higher than the average of the general population. 
5. Only 25~o of the professional women were married at the time of the survey, 
compared with 67% of the men. The divorce rate was higher among women 
than men. The average number of children born to married men was 1.4 
and less than 1 for the women. 
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6. Only 5l~o of the librarians obtained a first degree, the proportion of 
men being higher than women. English, social science and modern 
languages were most favourite subjects. 
7. Only 40% of the librarians had earned a recognised professional 
qualification or degree. 
8. The respondents were generally poorly paid. The median salary of the 
men was higher than that of the women. 
than the women. 
The men progressed more rapidly 
9. The median age at which librarianship was first considered as a career 
was 19.8 and the median age for definite decision was 22.5. 
10. Almost one third of the respondents had at least one year's training in 
fields other than librarianship while two fifths had worked for at least 
one year in other fields. More than half the training and experience 
was in teaching. Other popular fields were writing, journalism and 
advertising. 
11. The most popular reasons for choosing librarianship as a career in rank 
order were liking for libraries, liking for books, liking for library work, 
the wish to help people, desire for intellectual growth and the need for 
a paid job. 
12. Hore than half found their library careers more satisfying than they had 
expected. Only 2~o had been very disappointed. 74% would choose 
librarianship again if they had to plan their career over again. Most 
of the librarians would encourage young people to enter the profession. 
13. " ••• the personality inventories returned by the librarians in the sample 
showed their median scores to be somewhat below the established norms 
for persons with comparable education in qualities of self-confidence 
and aggressive leadership. And the returns from the vocational 
interest blank showed their occupational interests to be more similar 
to those of artists, writers, and (in the case of men) musicians than 
to any other cluster of occupations.,,26 
In order to find out if public library directors had the necessary qualities 
to promote innovation in library service, Ruth Kay Maloney27 analyzed six 
characteristics (age, sex, tenure, professional training, pattern of 
professional career development, and participation in the American Library 
Association) of three "generations" of directors of twenty-six municipal 
libraries serving populations of half a million or more. The three 
generations were those serving the public libraries in 1969, 1950 and 1930 
(roughly twenty-year intervals). She used directories, biographical records 
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and periodicals to collect information on her subjects. 
There were eight and seven female directors in the 1930 and 1950 groups 
respectively. By 1969 there were only two women. There was not much 
difference in the ages of the three sets of directors (mean ages were 53.4, 
51.1 and 56.6 for the 1969, 1950 and 1930 groups respectively). ,Tenure was 
slightly longer in the 1930 group than in the other two. The 1969 director 
had more professional training than his predecessors. Two individuals had 
no library school training at all in the 1969 group, five in 1950 and fourteen 
in 1930. Patterns of professional advancement varied among the groups. 
However in all groups 33% of the members got their directorship through 
elevation from the post of assistant director in the same library while another 
33% were directors elsewhere when they were appointed to their directors hips 
at the time of the study. Virtually all the directors'were 'active' members 
of the professional association and many had held offices too. 
Maloney felt there had hardly been any change in the characteristics of the 
three generations of directors. Therefore it would be difficult to introduce 
significant innovations in public libraries. 
In the analysis of salaries paid to professional staff in public libraries in 
the United States and Canada, Carpenter and Shearer2B concentrate on a theme 
that runs through many studies of library personnel - discrimination against 
women. It has been observed over and over again that, though in developed 
countries women form a vast majority of professional staff in libraries, they 
usually earn significantly less than their male counterparts, advance less 
rapidly and are grossly under-represented at the top administrative posts. 
Carpenter and Shearer ,showed significant differences in tenure between male 
and female librarians. Men were far more likely to change jobs than were 
women. If tenure were a good indicator of mobility, generally the most 
mobile directors were those of public libraries serving populations of over 
400,000. 
Male directors were better paid than women and men were more likely than women 
to be directors of the larger libraries. Similarly, people in beginning 
positions in libraries with male directors received higher salaries than their 
counterparts in libraries with female directors. 
In his article Alvarez29 discussed the responses he got from 106 of the 
directors of the largest public library services in the United States to whom he 
sent a questionnaire. 
of the directors were 
Three-quarters of the directors were men and only n~ 
under 35. Half of the respondents were over 50 - 72% of 
the women and 431~ of the men. 
faster for the men. 
Thus again advancement to the top seemed 
Only two were not library school graduates. Nine started their 
as directors. It took 36 individuals one to four years to rise 
library careers 
to a 
directorship, five to ten years for 29, over ten years for 31, and over 
twenty-five years for 6. 
Of the directors 58.51~ came from other public libraries to head their current 
libraries, 25.5% were already working in their current libraries before 
getting their directorships, 12% were recruited from other types of libraries 
besides public libraries while 4% came from fields outside librarianship. 
With regard to their last position, 44.3% were directors of other libraries, 
32.l1~ were assistant directors and 9.4~~ department heads. 
An average of 83% of the directors indicated that a person who had not been to 
a library school could be trained (on the job) to run a branch library, work at 
a reference desk, become a good children's librarian or head a circulation 
department. 5n~ thought it should be possible for a non-professional in a 
library to advance through experience to a professional status. 
34~~ only said this was actually possible in their libraries. 
However, 
~lost directors were highly satisfied with their job, 70?~ were convinced that 
librarianship was the most pleasant way to make a living. Two-thirds had no 
desire for a bigger position. 
"ulcer job." 
Academic Librarians 
However 25% described their positions as an 
Academic librarians have received much more attention in the study of career 
and mobility of librarians than any other single group of librarians. Many 
of the best works in the field and the most detailed have either dealt with 
academic librarians of one type or the other' or with academic librarians and 
another type of librarian (often public librarian) for comparative purposes. 
The focus of research on academic librarians is perhaps because of the type 
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of institutions in which this class of librarian works; 
academically-minded than any other class of librarian. 
they are mare 
They are often 
comparing themselves with their teaching counterparts in the same institutions, 
claiming academic status and wanting to be treated exactly in the same way 
as the teaching staff as far as conditions of service are concerned. 
Consequently, they engage in research and publishing. What could be a better 
and more familiar subject for research and publishing than they themselves? 
One of the best studies of the career of the academic librarian is that of 
Perry D. Morrison30 who specifically set out to follow the example of the 
Public Library Inquiry (see Ihe Public Librarian above) and to do for academic 
librarians what Alice Bryan has done for public librarians - present "a study 
of the social origins, educational attainments, vocational experience, and 
personality characteristics of a group of Am'erican academic librarians". To 
collect data Morrison used a mail questionnaire consisting of two sections -
questions about the personal history of the respondent and Ghiselli's Self-
Description Inventory. 
The questionnaire was mailed to a primary group consisting of all head 
librarians of American colleges and universities who earned $6,000 or more a 
year as reported in the 1956-57 statistics of the Association of College and 
Research Libraries. The questionnaire was also mailed to a control group of 
ordinary academic librarians (not head librarians) selected from the 1955 
edition of, Who's Who in Library Service. ,There was a total return of 707 
(78.3~6) usable responses from both groups. 
Most of the subjects (79~O came from upper class families. Most of their 
parents were either professionals (29~6) or had white collar jobs (41%). 
Similarly their parents had good education (37% had some college education 
or more while 63~6 had high school education or less). Geographical mobility 
featured prominently in the careers of the librarians as many of them had to 
move, sometimes considerable distances, to advance. Mobility was measured 
in terms of the distance between the librarian's current location and where 
he was brought up. 
The academic librarians were highly educated. Only five had no first degree 
or equivalent qualification. As with Bryan's subjects, the majority of them 
(72%) majored in the humanities in their first degree programmes. With regard 
to their highest qualifications, 8% had a subject doctorate, 4% a doctorate in 
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librarianship, 27% subject master's and 20% master's in librarianship as 
a second graduate degree. Only 4% had no professional qualification at 
all. The rest had qualifications varying from certificate in librarianship 
to master's in librarianship. 
As in many other studies, it was shown that librarianship was not the first 
vocational choice of this set of academic librarians. Consequently .they 
tended to choose the profession relatively late. Over 60% finally made up 
their minds after obtaining their first degree. Men were usually later than 
women in considering librarianship as a career and taking the final decision, 
so they were usually older than women when they obtained their first positions 
in libraries. 
Previous experience with libraries, especially as a student assistant or 
clerical staff, was a strong influential factor in choosing librarianship. 
College and university librarians were strong influences too. Among the 
reasons given for choosing the profession the head librarians more often than 
the others were influenced by economic or social reasons (status of the 
profession, working conditions, liking for activities and service opportunity). 
The economic motivation was also reported more often by men than women who, 
on the other hand, reported liking for people and liking for books more 
frequently. Quite a good proportion of men and women found themselves in 
the profession by chance. 
The academic librarians were considerably mobile. All of them had changed 
jobs at least once and many four or more times. Those aged fifty years and 
·above tended to have moved less frequently than the younger ones - thus 
there was no positive correlation between age and mobility. Head librarians 
tended to be more mobile than others, and men more mobile than women. However 
female directors tended to be more mobile than their male counterparts. 
The respondents participated actively in professional association affairs 
and this participation is positively correlated to position and salary. 
The group on the whole had produced a conside,rable number of publications. 
Publication was strongly correlated to position and men published more than 
women. 
A great majority of the study group were satisfied with their careers. They 
would encourage young people to join the profession. If they had to choose 
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a career again, they would choose librarianship. 
With regard to their personality, the respondents were cultured and 
intelligent but lacked strong leadership traits. Many lacked self-assurance, 
initiative, originality and supervisory aptitude. Many had an outlook on 
life similar to that of people in clerical positions rather than that of 
professional and managerial men. 
The next and equally significant survey was conducted by Schiller.31 Data 
was, collected also by means of a questionnaire sent to a stratified sample 
of 2,459 librarians, selected from the U.S. Office of Education's College and 
University Library Statistics, 1964-65. 
2,282 individuals (93~o response rate). 
Usable responses were received from 
As in other studies, women constituted a majority (64%) of the group. The 
ages of the respondents ranged from under 25 to over 65 and the median was 
44.9 years. The median age of women (48) was considerably higher than that 
of men (41.3). Proportionately more men (68%) than women (40%) were married. 
The majority of the married librarians had children. 
Over 98% of the respondents (2,238 persons) had a bachelor's degree at least. 
In these first degree programmes 49.3~o majored in the humanities, 26.6~o in 
social sciences, 7.9% in education, 6.8% in basic and applied sciences, 
4.9~o in library science and 4.5~o in other professional fields. 
Master's degrees were obtained in other subject fields by 22. 2~o while 2. 8~o 
held doctorate degrees in other subjects. 13.5% had no library degree at 
all and O. 8~o had the doctorate in library science. The rest possessed 
either a master's or a bachelor's degree in library science as the highest 
professional qualification. 
Years of professional experience ranged from less than 5 to over 20 and the 
median was 9.4. Many were relatively new to the profession - one-third had 
spent less than 5 years while half had spent less than 10 years. Women had 
had slightly more experience (median - 10 years) than men (median - 8.3 years). 
Job mobility was measured in terms of number of years spent in their 
institution at the time of the study. Men were found to be more mobile than 
women because 27.6% of the women had spent over 11 years in their current 
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institutions as against 16.41~ of the men. 
Two-thirds were members of professional associations. Half belonged to 
only one association while one-sixth belonged to two or more. The associations 
were not limited to the library field but included organizations like the 
American Association of University Professors and the American Association of 
University Women. 
About B91~ have had a satisfying career. For 26.51~ their careers were much 
more satisfying than expected; for 25.4% it was more satisfying than expected; 
while 37.2% found their careers about as expected. It was very disappointing 
to only 1.3% and somewhat disappointing to 9.6%. 
Cohn32 attempted to identify factors which influenced directors of libraries 
at state-supported senior colleges of Florida to choose librarianship as a 
career and in changing jobs at various stages in their careers. A tape 
recorder and a prepared set of questions were used to gather information by 
interviewing nine college library directors. 
Eight of the nine interviewees had been student assistants in college libraries. 
All had managed to obtain early information about the profession and they 
received encouragement from librarians they consulted. Except their wives, 
they never consulted members of their families before making their decision. 
They did not receive any advertisement or recruitment material from the 
profession and none had a clear idea of what the profession was all about or 
exactly what a librarian does. However they would all choose the profession 
again if they had to begin their career all over. 
Proximity, previous attendance and low costs were the factors they considered 
in choosing a library school for their professional training. 
Seven started their library careers in technical services. Only one had 
decided at the initial stage of his career to become a director. Personal 
contact was a strong factor in their securing various positions in their careers 
especially their current positions at the time of the interview. Another 
factor was the timing of the opportunity, they were prepared to move at the 
time the positions were available. For six of them these were not their 
first directorships, they were already directors in other libraries. 
Salary was not a motivating factor in their acceptance of positions. 
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Shirley Ann Edsal133 was interested in the career patterns of community 
college librarians. She mailed a questionnaire to a sample of 428 college 
librarians selected from the 1971 edition of American Junior Colleges and the 
1972-73 edition of the American Library Directory. 
(75 • 71~) were usable. 
The following were her major findings:-
1. 61. 71~ of the respondents were women. 
A total of 324 responses 
2. Social sciences and humanities were the predominant backgrounds of the 
librarians (75% majored in these areas in their first degree). 
3. Over 90~~ had library degrees. About 201~ had subject master's degrees. 
4. Nearly two-thirds had worked for less than six years only in their current 
positions at the time of the study while about 10% had been in their 
positions for one year or less. 
5. Nearly 75% had however had previous library experience. Most came from 
academic libraries, school libraries or library schools. 
6. Nearly 25% had written or edited books, articles, bibliographies, or 
book reviews within the previous five years. 
7. The librarians were apparently relatively satisfied with community college 
librarianship.34 
Braunagel's dissertation35 is one of the major studies that focus attention 
on job mobility rather than career. It is also one of those that are 
concerned with the status of women. The work is remarkable for two other 
facts as well. Braunagel took great pains to define her terms. As shown 
earlier, for instance, mobility has been interpreted and measured in different 
ways by various researchers. Therefore at the initial stage Braunagel 
carefully defined what she meant by job mobility, job move, propensity toward 
mobility, mobility measure, career progression, tenure, etc. 
.The other remarkable point is her methodology. Though she was more concerned 
with women, she had to study both men and women together to test her hypotheses 
and determine the influence of job mobility on women's careers. 
A random sample of 530 individuals was selected from a population of 1,964 
librarians working in academic libraries in nine southern states of the 
United States. A mail questionnaire was sent to members of the sample and 
462 usable responses (87.6% of the total mailed) were received. 
Following are the notable personal characteristics of the respondents: 
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1. Women were predominant (71. n~) 
2. The largest age group for all the respondents was the 30-39 age range 
(29.3~~). There was no significant difference in the mean ages of men 
and women (40.8 and. 42.6 respectively). 
3. Half of the women 
men. 45~~ 0 f the 
of the women). 
were currently married as against two-thirds of the 
respondents had children (51.9~~ of the men and 42.3~~ 
4. 31 (6. 7~O had no library degree. They consisted of 8 men and 23 women. 
81. 7~~ held master's degrees in library science and 19. 6~~ in other fields. 
3 (0. 7~~) held doctorate degrees in library science and 17 (3.7%) in other 
subjects. A significant difference was found in educational attainment 
between men and women. 
5. The largest proportion of respondents, 18%, had had 21 or more years of 
professional experience. Mean years of experience was 10.2 (10.4 and 
9.8 for men and women respectively). 
6. The largest proportion of respondents (17.5%) had spent 3-4 years in 
the current library. Average tenure for all respondents was 7 years 
(7.4 and 6 years for women and men respectively). Women had a 
significantly longer tenure. 
Testing of the hypotheses showed that 
1. There was no significant difference in the mobility rates of both sexes. 
2. There was no significant difference in the mobility of women as related 
to their marital status. 
3. Male librarians claimed greater propensity to move than female 
librarians. 
4. Single female librarians claimed greater propensity to move than married 
or formerly married female librarians. 
5. There were significant correlations between mobility, and position and 
salary respectively. 
6. Men's reasons for moving had no significant effect on their resultant 
salary changes. With women however, those who moved for personal or 
family reasons gained significantly lower salary increases. 
7. A move made for career motivated reasons resulted in greater position 
increases than a move made for personal or family reasons. 
8. Female librarians took leaves from the field more frequently than did 
male librarians. Men took a higher percentage of work related leaves 
than women, while women were much more likely to take leaves for 
personal or family related reasons. 36 
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Brief but informative studies of the careers and characteristics of 
academic librarians have also been presented in periodical articles. John 
Caldwel137 investigated the educational backgrounds of 471 head librarians 
in American colleges and universities to find out to what extent they met 
the recommendation of the Association of College and Research Libraries. 
The Association had stipulated that a college library should be managed by 
broadly educated and professionally qualified librarians. A professional 
librarian was defined as one holding a professional degree, while Caldwell 
regarded the bachelor's degree as the minimum evidence of broad education. 
The survey showed that the group met the recommended standard. Only 13 did 
not have a degree at all and another 13 terminated their formal education 
after obtaining the bachelor's degree. 33B chief librarians had at least 
one master's degree, and 88 had doctorates. 
in library studies, 11 of them had attended 
did not have some formal library education. 
Though 61 did not have degrees 
library school. Thus only 50 
Parsons38 gave a broader picture of the directors of member libraries of the 
Association of Research Libraries than just their qualifications. He 
investigated various characteristics (age, sex, marital status, education and 
experience) of the directors of the libraries in 1958 and 1973 to see if any 
major differences existed between the two groups. 
libraries in 1958 and 89 in 1973. 
There·were 49 member 
In 1958 there were no women among the directors but in 1973 there were 4 women 
among the 89 directors. As a group the 1958 directors were younger (median 
age 50 and average 51) than the 1973 directors (median age and average age 
53). A greater proportion of the earlier than the later group was married 
(921~ and 881~ respectively). 
The proportion of directors holding doctorate degrees decreased between 1958 
and 1973 (over half and 29% respectively). However less directors in 1958 
(731~) than in 1973 (871~) held library degrees. In both groups Columbia, 
Chicago, Illinois and Michigan Universities were the leading library schools 
attended by. the directors. 
Many librarians in both groups had changed jobs. Over half (25) in the 
1958 group and 621~ (54) in the 1973 group had worked in other types of 
libraries besides the types they were currently working in. The 1958 
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directors averaged 21 full years of library experience with a median of 
22 years, while the 1973 group averaged 25 years and had a median of 23 
years. The 1958 sample has an average length of tenure of over 8 years and 
the median was 9 years, while 1973 directors had average length of tenure of 
less than 8 years and a median of 5 years. Thus the 1973 group had more 
rapid turnover. 
With regard to administrative experience, 1958 group averaged over 7 years and 
had a median of 6 years, while the other group averaged 9 years and had a 
median of 7 years. In each group 36% had been directors before. It would 
seem that the 1973 group had more experience than their 1958 counterparts in 
terms of general library experience and administrative experience. 
The question of the representation of women among the head librarians of 
colleges with student populations of not more than 5,000 was the concern 
of Blankenship.39 A questionnaire was used and data was" collected from 414 
of the 660 head librarians to whom the questionnaire was sent. Results 
showed that both sexes were about equally represented (201 men and 213 women). 
However men were more likely to be head librarians of larger colleges and 
of publicly supported colleges. Men became heads of college libraries 
at a younger age than did women. Men changed jobs more often than women. 
Women, on the other hand, had a slight edge over the men in attracting funds 
to the library when this ability is measured in terms of the percentage of 
the college's budget is spent on library service. 
Since the studies reflect the situation 
racial discrimination was not ignored. 
in the United States, understandably 
Pollard40 sought to identify black 
(Negro) college chief librarians, their characteristics (age, sex, etc.), 
educational attainments and experience. She also wanted to assess how the 
black chief librarians compared in the above characteristics with their 
white counterparts. 
The survey instrument here again was the questionnaire. Responses were 
received from 90 (63%) white chief librarians and 51 (91%) black chief 
librarians. 
Analysis of data showed no significant differences regarding the sex 
distribution, type of academic education and type of professional education 
of the two groups. All had a first degree and a professional qualification 
24 
at least. A majority of both groups had humanities and social sciences 
undergraduate backgrounds. Some respondents possessed advanced degrees, 
and significant differences were found between white and black head 
librarians with respect to the extent of academic and professional education. 
The blacks placed more emphasis than the whites on getting the master's 
degree in library science while the whites emphasized the master's degree 
in an academic subject. 
Black chief librarians were significantly younger than their white counterpart~ 
They were also appointed at an earlier age to the positions they held at the 
time of the study. They had less professional experience than their white 
colleagues before these appointments. 
Another study of black librarians this time concentrated on blacks only. 
Shockley4l surveyed the backgrounds and attitudes towards the profession 
of black librarians in predominantly black colleges. The questionnaire 
distributed was not limited to chief librarians but to all librarians who 
could be identified. 
college libraries. 
Responses were received from 88 librarians in 17 
As usual, women were in·a vast majority (75 out of 88). Only five 
respondents had no professional qualification. One woman held a doctorate 
degree. With the exception of 25 respondents who entered library school 
immediately after obtaining the first degree, the rest had 
experience before joining the profession. Public school 
had some working 
teaching was the 
previous occupation mentioned most often. Next was working in a library. 
The reasons given for joining the profession were· (in descending order) 
interest in books, interest in people, a librarian's influence and 
availability of jobs. With the exception of one, all the librarians 
liked their jobs. Black librarians had a liberal.attitude. They wanted 
to be thought of first as librarians. They were prepared to offer service 
in any job situation, they had ho racial bias. 
Special Librarians 
Special librarians, as a group, have received relatively little attention 
in the studies of career and mobility of librarians. This may be because 
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their number is relatively small compared to other groups of librarians'. 
They are widely dispersed in numerous institutions of various types so 
identification of membership by a researcher becomes extremely difficult. 
Because of the dispersion it also becomes expensive and difficult to conduct 
research on this type of librarian. 
The few studies that exist show that special librarians possess similar 
characteristics (age, sex, marital status, education, experience) to those 
of other types of librarians. For instance women outnumber men, but they 
receive comparatively less salary than their male counterparts. 
Librarianship is usually chosen as a second career and at an advanced age. 
In a study of the 1967 annual salaries of members of the Special Libraries 
Association42 the mobility profile of the respondents was examined as well. 
Men were more mobile and indicated greater willingness (propensity) to move 
than women. There was a greater propensity to move among married men than 
among married women, whereas there was little difference between married and 
single men in terms of ability to move. Younger people had higher 
propensity to move than older ones. Men and women who had moved or 
indicated an ability to move for a better position received higher salaries 
than their non-mobile counterparts. 
As part of an investigation of the educational needs of health sciences 
library manpower, the characteristics of personnel in health 'sciences 
libraries were analyzed.43 Of the 2,461 respondents 40% were professional 
librarians - i.e. those possessing a graduate library degree. Among these 
421. of them were chief librarians as against 211. of the non-professionals 
who held similar positions. Most of the professionals were middle-aged; 
and men made up only 21.4% of the professional group. Besides the basic 
professional qualification which all the professionals had, 3% held Ph.D.'s 
in library science. 
o'l! social sciences. 
Three-quarters held bachelor's degrees in liberal arts 
Only 361. had attended a course in medical librarianship 
offered by a library school. 
Sixty-one per cent of the professional librarians had not worked in health 
sciences libraries before their current employment at the time of the study. 
At the same time abilities of staff were not being utilized optimally. 
Many professionals were employed in jobs which made little use of their 
professional skills while at the same time some non-professionals performed 
tasks requiring professional training. 
"Job mobility was defined as the frequency of job transfers during the last 
ten-year period. Geographic mobility was calculated on the basis of the 
number of moves during the ten-year period.,,44 Male professionals had the 
highest job mobility rate, though there was generally a fair rate of job 
mobility. Geographic mobility, on the other hand, was low. 
The next project was to consider the status of women in the administration 
of health science libraries.45 This was carried out in 1972 by Goldstein 
and Hill. Women constituted 77.4% of the professional work force while men 
held 56.4% of the head librarian positions. Worse still, the percentage 
of women holding chief librarian positions had diminished considerably since 
1950. This suggested that men were replacing women in top administrative 
positions rather than women being offered more top administrative posts to 
strike a balance. Medical school, and the largest, libraries were the 
most likely to be administered by men. 
Five years later a follow-up survey was conducted to see what changes had 
occurred during a period when programmes aimed at ending discrimination 
against women and granting equality of status to both sexes in all spheres 
of life were being introduced.46 There were no significant changes, 
despite a high rate of vacancies and turnover which provided opportunities 
for effecting some change. The largest libraries (by either staff size or 
collection) had the greatest percentage of male head librarians. 
A higher percentage of women (45.7%)than men (27.8%) had been promoted to 
top administrative posts from within their libraries. Men were more mobile 
than women. However both men and women were quite mobile (86 .l~' and 65.21. 
respectively had relocated or were willing to relocate). On the average, 
women had longer library work experience than men before rising to chief 
librarian positions. 
More Than One Type of Librarian 
Some of the major and most significant studies of career and mobility 
patterns of librarians were those that dealt with two or more types of 
librarians together. These not only gave a more comprehensive picture 
of the whole professional personnel in libraries but also highlighted the 
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differences between different types of librarians in their characteristics 
and career patterns. 
. 47 
John Harvey was the pioneer in the study of the job mobility of 
librarians. He examined critically the biographies of a selected group 
of librarians to describe the patterns of occupational mobility they showed, 
factors which may be correlated with these patterns and the distinguishing 
characteristics of the mobile and non-mobile librarians. 
Harvey's work is notable for its application of the theories of social 
mobility ~ut forward by the sociologist, Sorokin,48 to the study of the 
careers of librarians and the attempt to verify these theories. The work 
was also remarkable for providing a working definition of occupational 
mobility ("movement from position to position") and identifying seven 
types of occupational mobility which were ~nalyzed in the study.49 
The librarians selected for study were the chief librarians of college and 
public libraries (1,316 individuals in all) whose biographies were included 
in the 1943 edition of Who's Who in library Service. 
the major results of the analysis: 
The following were 
a. Sex was the most important distinguishing characteristic 
between mobile and non-mobile: males were more mobile than 
females. 
b. Experience was also important. The more mobile was always 
more experienced than the less mobile. 
c. Marital status was also important with the married being 
more mobile than the single. 
d. Education was usually important in one way or another. 
e. Other single variables were important for certain types of 
mobility but were not important for any majority of them. 
f. Those librarians mobile by one type of mobility were usually 
mobile by all the others also. There was a positive 
correlation between the various types of mobility. The 
only exception was a kind of work mobility which correlated 
negatively with those kinds of mobility which represented 
library work. And, of course, many librarians (perhaps 
1/4 to 1/3) showed few evidences of mobility of any kind. 50 
Thus the most mobile were the experienced, married men with more formal 
education, while the least mobile were the less experienced single women 
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with less education. 
Harvey thought his findings were quite significant. Therefore he tried 
to disseminate them through journal articles. 5l , 52 
Stone,53 while concerned mainly with factors related to the professional 
development of librarians, examined also the mobility patterns of her 
respondents. She found a significant correlation between age and tenure -
the older librarians had spent more years on their posts at the time of the 
study than the younger ones. Generally, there was negative correlation 
between age and mobility - the younger ones were more mobile than the 
older ones. 
Dennis54 looked into factors which influenced graduates of Canadian 
library schools in choosing to work in academic or public libraries on 
graduation. The study population consisted of 1,019 individuals who 
graduated from five Canadian library schools between 1960 and 1967 and 
accepted a first position in either an academic or a public library. 
Each received a questionnaire on personal characteristics and three 
personality inventories - a Kuder Preference Schedule - Vocational, an 
Edwards Personal Preference Schedule, and an Allport - Vernon - Lindzey 
Study of Values. Responses were received from 646 subjects. 
Some of the most significant findings are summarized here. More library 
school graduates went to academic libraries rather than to public libraries. 
Though, as usual, women overwhelmingly outnumbered men (much more in public 
than academic libraries), men were making up a higher percentage of 
librarians than they did in the past. A greater proportion of the men 
went to academic libraries than to public libraries. Nearly one-third of 
all respondents came from the lower socioeconomic classes; a greater 
proportion of the men than of the women came from these classes. 
Nevertheless, most parents (both fathers and mothers) had high school 
education or more. About 64% of the fathers were professionals, 
businessmen or managers. 
Contrary to the results of previous studies, the great majority of the 
respondents were under 30 years of age, and men were slightly older than 
women. The men and women in public libraries were somewhat younger than 
those in academic libraries. 
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The educational background of the vast majority was in the humanities. 
The academic librarians were generally far better qualified academically 
than public librarians. They were more likely to have advanced degrees 
in subject fields before entering library school. 
More than half of the respondents came to librarianship from other 
oc7upations, notably teaching and office (secretarial) work. Most of the 
respondents had worked in a library before or during library school; and 
there is a positive correlation between the type of library in which 
individuals worked before and the type they selected after library school. 
A great majority remained in the same type of library they first chose 
after library school even when they moved. Movement, for the mobile ones, 
usually took place within the first three years after graduation. In that 
case academic librarians tended to move to special libraries while public 
librarians moved to academic libraries. 
Many of the librarians were not at all influenced by anyone in their choice 
of the type of library to work in. However for the academic librarians 
who were influenced by people, university/college librarian, library school 
instructor. and friend were the most influential individuals. For the 
public librarians, on the other hand, a public librarian, friend and library 
school instructor were most influential. 
With regard to reasons for choice, academic libraIianswere moved by their 
interest in students and faculty, liking for campus life, conviction of the 
importance· of academic librarianship in education and familiarity with and 
previous use of academic libraries. Public librarians made their choice 
because of opportunities public libraries offered to meet and serve people, 
and because of past experience in and familiarity with public libraries. 
Compared with the male public librarians, the male academic librarians were 
conservative, conformist and rigid in thought and action. They showed 
interests which were more feminine and which were more closely related 
to clerical workers than professional people. The female academic 
librarians were more independent and non-conformist than the female public 
librarians. The former also had a greater drive for achievement, were more 
inquisitive and less interested in dealing with people. 55 The academic 
librarians were more satisfied with their choice of library than were the 
public librarians. 
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Another detailed and wide-ranging research was that funded by the U.S. 
Office of Education and directed by Paul Wasserman. Its purpose was to 
provide a basis for a comprehensive manpower plan for American.libraries. 
Therefore the existing manpower had to be surveyed and their attitude to 
change assessed. 
Four of the six published reports dealt with the characteristics of four 
types of librarians respectively - academic,56 public57 and special library 
administrators58 and the school library supervisors.59 Mail questionnaires 
were used in collecting data. Findings about the basic characteristics 
and mobility patterns of the various types of librarians were hardly 
different from one another and similar to the results of previous studies. 
For instance, vertical mobility (career advancement) was strongly correlated 
to geographical mobility. 
In the fifth volume of the Maryland Studies, Presthus, a social scientist, 
tried to evaluate librarianship as a profession and its capacity to 
accommodate changes.60 Taking the library as bureaucratic in its 
authority structure, he found that the career aspects of the librarians' 
characteristics were compatible to the ideal-type bureaucratic model. For 
instance librarians are specially trained for their role which they view as 
a career. Commitment to the occupation is not high. This lack of strongly 
held career commitment reinforces the acceptance of bureaucratic control. 
The fact that clerical staff can do some of the librarians' jobs as well as 
the librarians themselves, while some trained librarians are assigned 
clerical duties, was found to be an impediment to professionalism in the 
field. Supervisory style is another source of disenchantment. A great 
majority of librarians want autonomy which implies delegation of authority. 
Yet there are usually in libraries executive isolation and bureaucratic 
norms of supervision and control which tend to inhibit widespread 
participation in decision-making. Nearly half of the respondents felt that 
no career ladder existed in the library field. 
On the whole it seemed that the majority of the librarians surveyed were 
somewhat dissatisfied with their work and workplace. Ironically, Presthus 
argued that this augured well for the profession. Dissatisfied workers are 
likely to possess the qualities needed to bring about changes and lift the 
professional status of the occupation. 
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The last of the reports, which was prepared by White and Macklin,6l 
analyzed the processes by which individuals chose librarianship as a 
career and the educational process. 
interviews were used for the study. 
Mail questionnaires, visits and 
It was found that library schools were not very selective in offering 
admission to candidates. Women still predominated the admission lists and 
students came from a wide range of social and educational backgrounds. 
As in the past, entrants chose the profession relatively late in life and 
had previously worked in other occupations, especially teaching. Many more 
students preferred working in academic libraries than those who chose other 
types of libraries. Men had higher career aspirations than women. 
Marion Taylor62 was concerned with the relationship between external 
mobility (change of employer) and professional activity. A pre-tested 
questionnaire was mailed to librarians identified in the 1965 edition of 
Who's Who in Library Service as having gained master's degrees from accredited 
U.S. library schools in 1955. There was a 60% response rate (194 responses). 
Taylor found that the more mobile librarians were more active in national 
library associations, more frequently engaged in part-time study, especially 
in degree programmes, and were more active in publishing. There seemed to 
be positive correlation between salary and mobility for women only. However, 
male librarians earned higher salaries than women, had more formal 
education and were more mobile. The low professional involvement of the 
non-mobile female was attributed mainly to her older age. 
Like Harvey and Braunagel, Taylor is remarkable for her precise definition 
of terms. In mobility studies it is always necessary to define what one 
means by mobility and the different types of mobility (external mobility, 
geographical mobility, career pattern, etc.). It is also essential to 
establish the criteria for measuring mobility. Changing definitions of 
job mobility and the. problems caused have been fully illustrated and 
discussed by Judith Braunagel in a top prize-winning article she wrote in 
1979.63 
Three other studies need a brief mention here. Labb64 studied the careers 
of distinguished librarians. Like Harvey and Taylor who conducted similar 
studies, she used a biographical source, Who's Who in Library Service, to 
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gather her data. Bolin065 treated the problems associated with movement 
in the library profession. He was concerned with the structure of the job 
market. He also reflected the 
different types of libraries. 
characteristics of movement between 
Drennan and Darling66 surveyed the 
characteristics of public and school librarians. 
British Studies 
In Britain some significant studies have been carried out on the career 
patterns and job mobility of British librarians. It is interesting to 
note that the findings are similar in many ways to those of American 
studies. 
Kuhn and Poole67 examined the background and career of graduate librarians. 
Their sample consisted of 146 librarians (19 men and 127 women) among over 
10,000 graduates of British universities in 1960 whose backgrounds and 
careers were studied in a national follow-up survey in 1966.6B Most of 
the 'librarians' (those who had for a period of not less than six months 
held professional posts in libraries) had studied the humanities, especially 
English and History, in their degree courses. These humanities graduates 
made up 6B~~ of the men and B31~ of the women - considerably much higher than 
in the American samples. Only 52% of the men and 33% of the women had 
obtained their professional qualifications. 
Many of the librarians, especially men, came from manual working..:class 
families. Many decided on their careers relatively late in life - 161~ of 
the men and 32% of the women only had considered librarianship as a possible 
career by the time they graduated. Some just drifted into the profession, 
sometimes because they were dissatisfied with other occupations. A good 
number actually came from other occupations, especially teaching. There 
were few dedicated professionals who had been stable in their careers and 
who had decided to be librarians before they graduated from universities 
and went soon afterwards to gain their professional qualifications. A 
majority of the respondents were mobile, moving from one type of library 
to another, even in and out of librarianship. 
The Cambridge Library t·1anagement Research Unit conducted a survey of the 
deployment of senior and intermediate staff in university libraries. 69 
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The survey consisted of three parts - one for all University Librarians 
to find out the movement of their intermediate and senior staff in the 5y. 
years preceding the survey; the second for a selected number of qualified 
librarians (senior staff) to establish their qualifications, job expectations, 
professional development, mobility and reasons for mobility; and the third 
for graduates without professional qualifications (intermediate staff) to 
collect the same data as for senior staff. Mail questionnaires were used 
in all cases. 
When figures for establishments, appointments, resignations, retirements, 
etc. were compared it was found that there had been an average 33% growth 
in establishments during the period, an average 6% annual increase. The 
respondents consisted of 134 professionally qualified graduates, 48 profess-
ionally qualified non-graduates and 129 non-professionally qualified 
graduates. A great majority of all these had degree and/or "A" level 
qualifications in humanities subjects. 
The largest proportion of professionally qualified staff was engaged in a 
mixture of technical service and reader service duties, while the purely 
technical service staff formed the second largest proportion. The least 
proportion of all staff (6%) was engaged in administrative duties. A 
considerable proportion of staff was recruited from other types of libraries, 
showing a fair amount of mobility. However, the highest number of 
appointments was made from those who had just left library schools. About 
12.5% of the senior posts were filled by internal promotion and the same 
proportion of posts was filled by those who had never worked in a library 
before. 
Domestic circumstances were reasons given most often, especially by women, 
for mobility. The next reason in importance was desire for better 
prospects, followed by desire for change of duties or broadening of 
experience. The average length of tenure in the first position after 
qualifying was about 3 years, but average length of tenure increased slightly 
to 3.2 years when all positions are considered. 
Nearly 20% of the respondents felt their subject knowledge was not being 
used at all. The same proportion of qualified librarians thought their 
professional education was not useful to them in their duties. 
of professional education found most useful were cataloguing· and 
Two aspects 
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classification, reference and bibliography. These were also the aspects 
of their jobs qualified librarians thought they were best prepared for 
in their professional education. On the other hand, they were worst 
prepared for administration. Similarly, respondents liked best the aspects 
of their duties that brought them into contact with readers (reference and 
enquiry work, instruction of users) while routine clerical work was the least 
liked aspect. Reference and enquiry work was also most often seen as the 
most difficult aspect of work while cataloguing and classification was 
thought most.often to be the easiest (least difficult) aspect. 
For comparison with the results of the work of the Cambridge Management 
Unit, Roberts carried out a follow-up study of past students of the Post-
Graduate School of Librarianship and Information Studies, Sheffield University~ 
He received 208 responses (871~ response rate) from a mailed questionnaire 
meant to cover their career choice, career development, job satisfaction 
and dissatisfaction, etc. 
The survey revealed that a great majority (over 80r.) were satisfied with 
their work and working conditions. Initially, agreeableness and acceptabilitl 
of colleagues contributed more to job satisfaction than professional or purely 
work factors. As experience and confidence were gained and when situations 
that gave rise to dissatisfaction were left, the relative importance of 
colleagues as a satisfaction factor diminished while overall job satisfaction 
increased. Women seemed less satisfied than men. 
Principal duties common to a majority of the respondents were cataloguing 
and classification. Most of the respondents undertook a wide range of 
duties of varying degrees of professionalism. They claimed responsibilities 
for seven or more different categories of duties. Thus specialization, 
even among those of them called 'subject specialists', existed only in name. 
Though job satisfaction and dissatisfaction were seen as resulting from 
complex interaction of factors, the most significant causes of dissatisfaction 
seemed to stem from the nature of work often demanded of graduates and 
unsatisfactory working accommodation. These were mainly products of 
managerial shortcomings and so amenable to remedial managerial action. 
Average length of tenure was higher than that of the Cambridge Management 
Unit sample. Domestic factors accounted for only 28~~ of the job changes 
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as against 45% in the earlier (Cambridge) group. Reasons for mobility 
were rather seen as an interplay of professional, personal and domestic 
motives. The drop-out rate among this group (14%) was lower than figures 
quoted in other recent studies. 
A very detailed study of the geographical and occupational mobility of 
professional librarians in the United Kingdom was conducted by Patricia 
Jean Layzell Ward.71 She tried to relate mobility to education and 
training. Furthermore career and mobility were,related to the job market 
and manpower needs in the library profession. Sub-sections of the study 
examined in detail the career and mobility patterns of sub-groups of 
chartered librarians - art librarians and librarians working with young 
people. 
Not only career and mobility but also other major issues that have a bearing 
on manpower planning were touched upon. These include the labour market 
for librarians in Great Britain, staff wastage, role of library schools, 
balance of men and women in the profession, librarianship as a graduate 
profession, British librarians working overseas,etc. 
There was a comprehensive and critical review of the literature on career 
and mobility both within and outside the library field. This covered issues 
such as theory of occupational choice, theory of career development, women 
and careers, the sociology of the professions, job satisfaction and its 
relationship to job mobility, manpower planning for librarianship, 
occupational mobility in general and the mobility of specific groups of 
professional workers, etc. 
A wide variety of methods were used in the investigation. These included 
the analysis and comparison of published and semi-published information, 
questionnaires, interviews and the comparative method for relating the work 
to previous studies. 
Unfortunately, detailed and useful as the work is, its arrangement leaves 
much to, be desired. Such a voluminous work could have bene fitted much if 
summaries of major findings and conclusions were provided at the end of 
each major section. There was none however, even at the end of the work. 
The abstract at the beginning gave no clue whatsoever to the major findings. 
Maybe this is because the study is so wide ranging that it is extremely 
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difficult to provide a brief summary of the results. 
Between 1972 and 1975 the Office for Scientific and Technical Information 
(O.S.T.I.) and later the British Library Research and Development Department 
funded an investigation of staffing requirements for librarianship ~nd 
information work. 72 The ultimate aim was to match people to jobs and jobs 
to people. As a basis for this there was need to find out the nature of 
the jobs and personnel available. Therefore the project was 
concerned with the description, comparison and classification 
jobholders. 
primarily 
of jobs and 
As a result of prior observation and interviewing of a sample of staff and 
examination of records, a Job Analysis Questionnaire was designed and 
administered to individual members of staff in a representative sample of 
library establishments. Responses were received from 1,012 librarians 
(547 public, 214 academic, and 251 special librarians) - an overall response 
rate of 68~o. 
The results showed that women outnumbered men by roughly 3:1.. There were 
relatively more men employed in special libraries than in the other two 
types. There was a relatively higher proportion of personnel in the 
younger (under 25) age range in public libraries, in the middle age range 
(25-44) in special libraries and in the older age range (45 and over) in 
academic libraries. 
A relatively higher proportion of those working in academic libraries (22%) 
had both a degree and a qualification in librarianship or information work; 
while a higher proportion of special librarians had previous job experience 
outside library and information work. 
The lowest proportion of those· who chose their profession because they were 
positively attracted to it and the highest proportion of those who felt "it 
might equally well have been something else" came from the special librarians. 
The rate of mobility, especially mobility from one type of library to 
another, was higher than is sometimes suggested. 
A relatively higher proportion of academic librarians were in the highest-
paid group, higher proportion of special librarians in the middle salary 
range and higher proportion of public and academic librarians in the lowest 
paid jobs. 
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Almest two-thirds of the posts involved purely professional practice and 
no administrative responsibility. Most jobs were predominantly generalist 
rather than specialist in nature. In other words, there were few subject 
specialists and specialist managers. There was a preference for the more 
creative, novel and interesting types of work (user services) over the more 
commonplace (technical services). There was a general picture of the work 
and working conditions being found stimulating and demanding, of a service-
oriented occupation. 
Attitudes to change varied in relation to certain job and personal 
characteristics - e.g. younger members of staff, .junior grades and those 
without planning or supervisory responsibilities tended to regard the effects 
on them of past work changes more favourably than their older and more senior 
colleagues. 
With regard to overall attitudes to work and the profession the respondents 
seemed generally satisfied and well-adjusted. Educationally and professional] 
men were more highly qualified than women. Women were generally more poorly 
paid than men. The salary gap was least marked in public libraries and 
widest in academic libraries. Half of the graduate respondents thought 
they were overqualified for the work they did, and the proportion is much 
higher in the public libraries than in the academic or special. 
Sheila Ritchie,73 concerned with the gross underrepresentation of women in 
the top administrative posts of British public libraries, tried to assess 
statistically from the evidence she collected the chances of women getting 
to the topmost positions - the odds were about 2,000 to 1 against them. 
A directory and a mail questionnaire were used to collect information on 
five major factors thought to influence career development. These factors 
were career length, desire for promotion, present status and salary, 
qualifications and intention to take further qualifications, and the 
prevailing climate of employment. 
Ritchie came to the conclusion that women were not represented in the 
establishment of senior public library posts in proportion to their numbers 
in the profession as a whole. Women had lower career ambitions than men 
when ambition is thought of in absolute terms. When it is viewed in 
relation to current status and salary of an individual, women aspired higher 
than men relative to their current jobs. 
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There was little difference in the qualifications of men and women in 
comparable jobs. There was only a slight difference in the proportion 
of men and women intending to remain in the profession until retirement. 
In general women occupied lower status and salaried posts than men. 
The most recent survey of the career patterns and mobility of librarians 
in Britain was conducted by Margaret Slater?4 She was interested not 
only in librarians but also in information workers and the contrasts between 
the two groups. She also investigated the image of the profession - public 
image, self-image and employer image. 
For such an elaborate study a variety of methods was used. These included 
analysis of organization charts, surveys through use of questionnaires and 
interviews, and analysis of biographical directories. 
The whole population was not highly mobile - average length of tenure in 
current jobs was 5% years. Librarians, women and people working in 
educational services (academic and school libraries) were more mobile than 
information workers, men and people working in public or special libraries. 
There were marked differences in the career patterns and mobility of 
librarians and information workers. There was not much interchange between 
librarianship and information work, but those currently in information work 
were more likely to have had some past experience of library work rather 
than vice versa. Information workers were also more likely to have had 
some work experience outside the profession. 
Information work tended to be a male profession and librarianship a female 
one. However there was no difference at all between men and women in the 
proportion of those who had some prior experience of one occupation or the 
other. Women had less outside experience than men. Slater concluded 
that women may have shorter and more mobile professional lives than men 
but women seem more likely than men to stick with the library/information 
profession and not venture outside it.· 
Only 19% of the sample had truly unbroken and continuous working lives 
within the profession. 
ones than men. 
Women had less interrupted careers but shorter 
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In terms of mobility within the profession, the librarian was more likely 
to have worked in a greater variety of different types of libraries 
(especially public and educational libraries) than the information worker, 
who had wider outside experience. 
The nature and extent of outside work experience differed between librarians 
and information workers, though both were quite likely to have been teachers 
at some stage. The information worker was likely to have had some 
experience in communications, scientific or technical field. The 
librarian's outside experience, on the other hand, was more likely to be in 
the socially useful jobs and more likely to include secretarial, clerical, 
semi-skilled and unskilled work. The public librarians were the least 
likely to have had experience of outside work, while information workers 
tended to enter the profession later than librarians. 
About 12% of the respondents to the questionnaire were currently unemployed 
either because they could not get a job or they had young children. Women 
out-numbered men in this group. Another 11% were working outside the 
profession. Thus there was a total wastage figure of 23%. 
About 38% of all the respondents came to the profession late, after being 
engaged for a while in other occupations - e.g. teaching, communications 
work, scientific or technical work and secretarial/clerical work. With 
regard to job satisfaction, only 49% of the librarians and 40% of the 
information workers said they would choose the same profession if they 
could start their career all over again. 
Mobility on international level within Europe was the concern of a survey 
conducted by Anthony Thompson. 75 Its objective was to investigate the 
problems of the mobility of employment of librarians between the countries 
of Europe, especially the E.E.C. countries. The survey was conducted by 
means of questionnaires and visits to libraries, library associations and 
library schools of the countries concerned. 
The results showed that, even though the treaty establishing the Common 
t1arket recognized the need to abolish obstacles to the freedom of movement 
and the need for the mutual recognition of qualifications and harmonization 
of vocational training, there were still considerable obstacles to the job 
mobility of librarians in Europe. The obstacles were of different 
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categories. The personal ones related to those concerned with the 
knowledge and ability of individual librarians (insufficient knowledge of 
foreign languages or the foreign country and its library system), and 
practical problems like foreign exchange, cost of travel and accommodation. 
There were administrative and institutional obstacles - lack of harmonization 
of training, lack of agencies for fitting persons to jobs and discriminations 
in employment based on nationality. The third class of obstacles were 
general and ideological - lack of appreciation of the value of working 
abroad and failure to take advantage of existing cultural agreements. 
In view of the above obstacles it was not surprising that there was 
virtually no interchange or mobility of library personnel between the 
countries of Europe. However the study is very useful as a source of data 
for planning remedial actions. It gives brief background information on 
each country and its people (languages, population, government,·education 
and economic background). Then. it goes on to describe in some detail the 
country's library system and organizations concerned with libraries, 
pe·riodicals on librarianship, library education programmes and any existing 
evidence of mobility of employment in Europe. 
Nigerian Studies 
As reference to any abstracting or indexing journal in the field will show, 
Nigerian librarians have made remarkable contributions to the literature of 
librarianship, especially in the past decade. In fact a whole issue of 
International library Review76 was devoted to "Nigeriana". It contained 
articles on various aspects of Nigerian librarianship and virtually all of 
these. were written by Nigerian librarians. Furthermore, Nigerian libraries, 
the official journal of the Nigerian library Association, is published 
fairly regularly and it deals with virtually nothing else but Nigerian 
librarianship. 
Despite this appreciable quantity of professional publications by Nigerian 
librarians or on Nigerian librarianship, there has been very little attention 
paid to the study of the career and mobility of librarians in Nigeria. The 
concern shown for library personnel in Nigeria has been mainly with regard 
to library education. Such writings include those of Aiyepeku,77 
Akinyotu,78 Obi79 and Ogunsheye. 80 A few individuals like Aje81 and 
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Edoka82 have dealt with professional manpower requirements. Some 
others like Belleh,83 Mahmud,84 Oluwakuyide,85 Osundina,86 Onyechi87 and 
Salisu,88 were concerned with the salaries and academic status of academic 
librarians in Nigeria. 
Only three studies of the career, characteristics or mobility of librarians 
or library school students in Nigeria have been identified. Aguolu89 in his 
study of the emergence, roles and responsibilities of academic libraries 
in Nigeria devoted a small part to the examination of the characteristics 
of professional personnel in Nigerian university libraries. Data for this 
section waa collected from the 45 responses received from a questionnaire 
sent to a sample of 60 librarians in six university libraries. The data 
Wag, supplemented by material from published sources and interviews held with 
heads of libraries and library units. 
Of the 122 librarians in the six university libraries studied women 
constituted 38% and men 62%. Thus, unlike in developed countries, male 
librarians outnumbered the female librarians. Eighty-nine per cent of all 
the librarians were graduates, while 81% had both academic degrees and 
professional qualifications. Over 50% of the graduates had humanities 
backgrounds whereas there was a great need for librarians with degrees in 
agricultural, biological and physical sciences, as well as educational 
technology and management. 
By far the great majority of the librarians (71%) were in the 30-39 age 
range while there was none aged above 49 years. Seventy-eight per cent 
of the librarians were married. Expatriate librarians constituted only 
13% of the respondents to the questionnaire • 
• A large number of librarians performed non-professional functions with 
varying degrees of frequency. A large number also (38%) were dissatisfied 
with their work or disappointed with their career expectations. This was 
attributed to a number of factors such as limited opportunity for 
professional development and growth, and dissatisfaction with their status 
and with the prevailing rigid, bureaucratic relationships in the libraries. 
Ifidon90 studied the job mobility of Nigerian librarians over a ten-year 
period, 1969~1978. He collected data by means of a questionnaire 
distributed to 307 librarians out of whom 250 sent back replies. This was 
supplemented by interviewing some of the respondents. 
It was found that there was relatively little mobility among the 
respondents. As much as 51.2% did not move at all during the ten-year 
period. Another 24% moved only once while the highest recorded mobility 
rate was for a librarian who changed jobs five times. 
Materialistic and socio~political considerations were the main reasons for 
non-mobility, while intrinsic job characteristics (search for job satisfaction 
desire for greater responsibilities and varied experience) accounted for 
mobility. State consciousness or desire to work in one's state of origin 
was a very prominent factor in mobility as 571. of the respondents were 
working in their home states. 
Graduate librarians were more mobile than non-graduate librarians. 
It must be pointed out that a major weakness in this study is the failure 
to present data on which some important conclusions were based. For 
instance, there was no data to support the claim that marital status had 
some inhibiting effect on mobility, and also the effect of mobility on 
salary. Perhaps this was due to the author's desire to be brief in his 
presentation. 
In the third project Nzotta9l looked into the characteristics of members of 
the postgraduate librarianship class at the University of Ibadan in 1977. 
The 22 students making up the class responded to a questionnaire designed 
to collect information about their parental background, previous education, 
work experience and personal characteristics like age, sex, marital status. 
_The class consisted of 15 men and 7 women. Thus, unlike in developed 
countries, men outnumbered women among library school students. Ages of 
the students ranged from 24 to 38 with an average of 30. The women were 
generally younger than the men. Except two foreign students, all the 
students were Nigerians from 7 of the 19 states of the federation. There 
was evidence to suggest that proximity to a library school and the presence 
. of an efficient library service might be influential factors in the choice 
of librarianship as a career. 
Most of the students came from large, polygamous, working class families 
where the parents had little or-no formal education. The parents of the 
female students generally had better education and employment than those 
of the male students. 
urban communities. 
Many of the· students were born and brought up in 
Of the 22 respondents 16 were already married by the time they came to the 
library school. On the average these had one or two children each. 
All the indigenous students 
degrees which most obtained 
attended local universities for their first 
at second class level. Half of the students 
majored in the humanities. Female students 
younger ages than their male counterparts. 
came to the library school within three years 
degrees. 
had their first degrees at 
Half of all the respondents 
of obtaining their first 
Virtually all the respondents had had other paid employments before choosing 
librarianship as a career. All these had been employed as teachers at one 
time or another in their careers. On the other hand, only six of the 
students had worked in libraries before coming to the library school. Only 
11 students had one form of sponsorship or another - scholarships, study 
leave with pay, etc. The rest were self-sponsored. 
Conclusion 
From the foregoing review of the studies of career and mobility of 
librarians a few conclusions can be drawn. Career and mobility studies 
are important for manpower planning. Knowledge of the characteristics 
of existing personnel forms the basis for realistic projections of future 
needs and for recommendations of remedial actions to be taken to overcome 
present deficiencies. 
There are few prevalent methodologies used in the study of career and 
mobility. The most outstanding of these is the use of the mail 
questionnaire. This may be supplemented by interviews and visits. 
Biographical records, where they exist, or directories, have also been 
found useful. 
Though the studies reviewed are quite numerous, hardly any generalizations 
can be made from them about the characteristics, career or mobility of 
librarians. The results of one study may be contradicted by those of 
another. Perhaps the only possible generalization (which is not even 
universal) is that in developed countries female librarians outnumber male 
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but usually earn lower salaries than their male counterparts. Beyond 
that it is difficult to draw any other incontrovertible conclusion. 
For instance it is not always that women are older than men or men more 
mobile than women. The influence of factors like age, sex and marital 
status on mobility cannot be generalized upon. 
When librarians from developing countries are considered along with those 
from developed countries generalizations may even be more difficult to make. 
No doubt there may be some similarities as the few studies of librarians 
from Nigeria tends to suggest. For instance, librarians in both developing 
and developed countries, tend to choose the profession late after trying 
other occupations. Many have been teachers previously. On the other 
hand, contrary evidence suggests that the differences between librarians 
from developed and developing countries might be more siglificant than their 
similar ities. Thus male librarians may outnumber female librarians in 
developing countries. 
The above facts lead to the inevitable conclusion that there is still need 
for more studies of the career and mobility of librarians. Since no 
universal conclusions can be drawn from available studies, it is necessary 
for each country to study the characteristics of its own personnel for 
subsequent manpower planning and development in the library field. It is 
particularly quite essential for samples of the professional personnel from 
developing countries to be studied for comparative purposes and for possible 
derivation of universal theories of job mobility. 
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CHAPTER 3 
METHODOLOGY 
The main purpose of this research project is to study the career patterns 
It is hoped that the and personal charactistics of librarians in Nigeria. 
results will provide the information or data required for the recruit~ent 
of the best available candidates into the profession in a developing 
country such as Nigeria over the next twenty years to the turn of the century. 
Since there were no existing biographical records about the subjects, it was 
decided that the descriptive survey method was the best technique for 
collecting the necessary data. It would provide true quantitative 
descriptions of various aspects of the population. 1 
More specifically the mail questionnaire is to be used, because of its 
various advantages~2,3,4,5,6 Generally it is cheaper and quicker than other 
methods. It is suitable for collecting information from people who are 
widely scattered geographically. The questionnaire can be filled up at 
the respondent's convenience (though the chances of its not being filled up 
at all are great!). The respondent has sufficient time to consult records 
or other sources required for information not readily available. The 
respondent's anonymity is better assured, thus he may,be more willing to 
give answers to, or express opinions on sensitive issues. 
The questionnaire has five sections which deal with different aspects of 
the respondent's characteristics and career. The first section is 
concerned with background information like age, sex, marital status and 
father's occupation and education. The second section ,deals with the 
respondent's academic and professional education while the third deals 
with matters related to the choice of librarianship as a profession. The 
fourth section tries to elicit information about the individual's career 
thus far and patterns of occupational mobility. Here also one's 
participation in professional association activities and contributions to 
professional literature are explored. The final section is concerned with 
job satisfaction and fulfilment of one's career expectations. 
The questionnaire was pre-tested by requesting ten professional colleagues 
to complete it, make their comments and suggest ways of improving it. 
They willingly co-operated. The suggested modifications were made and 
a final draft of the questionnaire was produced. 
Selecting the Sample 
For a country of its size, it is true that there are relatively few 
libraries and librarians in Nigeria. It is, however, difficult to identify 
or locate these libraries and librarians. In other words it is not easy 
to say exactly how many libraries and librarians there are in the country. 
The reason is that there are no reliable accurate, comprehensive and up-to-
date directories of libraries or librarians in existence. 
Certainly some efforts have been made to create these records but these 
efforts have .been far from successful. The National Library of Nigeria 
has once produced a directory or handbook of Nigerian libraries.7 The 
directory gave such important statistics of libraries as numbers of different 
categories of staff, names 
collection and readership. 
publication or at least to 
of top officials, annual expenditure, size of 
The directory was intended to be an annual 
be published at frequent intervals. However 
since the first publication no other issue has been produced. 
SimilarlY in 1974 the National Library embarked on the compilation of a 
nominal list of practising librarians in Nigeria.S This premier list of 
qualified librarians was "intended to be issued annually to reflect 
additions and changes as more librarians come into or leave the field yearly." 
Consequently a second issue appeared for the following year. lD Since then the 
publication has been discontinued. 
In view of the urgent need for an up-to-date directory two individuals on 
their own embarked on the publication of one. ll Their publication is now 
on the market though it is hard to·come by because of poor book distribution 
channels in the country generally. 
All the above reference sources have certain defects in common. They are 
grossly incomplete in their listing of libraries or librarians. It is 
doubtful whether each of them listed up to half the number of libraries or 
librarians available at the time of its publication. Though the nominal 
list of librarians has an added advantage of including a list of Nigerian 
libraries as an appendix, that list is also incomplete. 
This is not totally the fault of the compilers. It is partly the result 
of non-eo-operation from the libraries or librarians in supplying the 
necessary information required. 
A second defect is that the information contained in these directories is 
easily outdated; and since they are not regularly updated, they are hardly 
of any use in the present time. For instance since the directory of 
libraries was published the states in the country have grown from twelve to 
nineteen; thus there are nearly nineteen state libraries now instead of 
about twelve at the time of its publication. Similarly many more 
universities and other educational institutions have since been started thus 
increasing the number of college and university libraries. for instance, 
whereas in 1971 there were only five universities in the country, by 1980 
there were thirteen full-fledged universities and some new ones were about 
to take off. 12 
With the establishment of these new institutions and their libraries many 
librarians in the older institutions inevitably have to move or change jobs 
to provide staff for the new libraries • At the same time vacancies in the 
. old libraries have to be filled. Consequently library schools have to 
increase their intakes to turn out a greater number of new professionals 
to meet growing demand. for instance, in the 1970/71 session 10 students 
were enrolled for the Postgraduate Diploma in,Librarianship Course at the 
Department of Library Studies, University of Ibadan. During the 1973/74 
session the number of students enrolled for this course had more than 
tripled - it was 34.13 Therefore any directory that is even only a year 
old is already out of date. 
The situation, however, is not absolutely hopeless. It only means that 
one has to rely more on personal knowledge and the knowledge of colleagues 
about developments in the field rather than on published sources. 
Personal experience is additionally required. 
furthermore, relatively speaking, the number of libraries and librarians 
is not large. The pattern of library development and personnel deployment 
is also well-known. It is an indisputable fact that the majority of 
practising librarians are employed in university and state libraries 
(especially the older ones like University of Ibadan, University of Nigeria, 
Ahmadu Bello University, Bendel, Anambra and Imo State Libraries), and the 
National Library of Nigeria. 
at the moment. 
These are the best developed library systems 
The main objective in data collection has been to cover the staff of the 
university and state libraries, and the National Library as comprehensively 
as possible. Then effort is made to select as much personnel as possible 
from the other types of libraries. This is to make the study as 
representative of the total population of librarians in libraries in all parts 
of the country as possible, an important factor in Nigeria. 
Administering the Questionnaire : Since one had fairly good knowledge of 
which libraries or institutions employed most of the professional personnel, 
it was easy to decide which libraries were to be involved in the study. 
Obviously the libraries of the thirteen universities in the country were 
selected. Then came the National Library. 
With regard to the states, those like Anambra, Bendel, Imo and Kaduna, that 
had respectable public library services, often administered by library 
boards, were well known. It was also clear that some states like Borno, 
Gongola and Niger, had no public library services at all. 
In the end eleven state library services were identified. In the twelfth 
state, Lagos, instead of a state-wide library service, there were two public 
libraries managed by municipal councils. These were the Central Library, 
Lagos for the Lagos Island and the Central Library, Yaba for the Mainland. 
There are four library schools in Nigeria. They are all university 
departments. In addition to academic qualifications the lecturers in these 
departments usually have professional qualifications as well. 
In states all over the federation there are colleges of education, colleges 
of science and technology, colleges of arts and science and a few 
polytechnics. Many of these are just beginning. They have not established 
any library in the real sense of the word, and therefore do not yet employ 
qualified librarians to manage whatever little collection of books they may 
have. It was, however, possible to identify twelve such tertiary level 
educational institutions with qualified librarians on their staff. 
There is a motley of research institutes and other organizations throughout 
the country. Some of these (like the Cocoa Research Institute of Nigeria, 
the Forest Research Institute, and the Nigerian Horticultural Research 
Institute) have special libraries managed by professional staff - usually 
one or two librarians in each institution. 
were selected for the present study. 
Fifteen of such organizations 
In the end 57 institutions were involved in the project. They consist of 
12 university libraries, 12 college libraries, the National library, 13 public 
or state library services, 15 special libraries and 4 library schools. 
Conspicuously absent in the list are the ministerial libraries. One is aware 
that some ministries (especially the Ministries of Justice), both at federal 
and state levels, have libraries of their own. A few of these libraries are 
large enough to employ one or two professional librarians each. However 
it was extremely difficult to find out how many of such libraries existed 
and how many librarians work in them. 
Establishment could not offer much help 
Even the Federal Ministry of. 
when approached. Therefore it was 
decided to leave out this class of librarian. As far as one could assess, 
their number is quite small and would not make much difference to the results 
of the project. 
In the selected institutions, excepting those librarians who were away on 
study leave (and so could not be reached for this study), there were 391 
individuals occupying professional posts. They were made up of 251 men (64.2~ 
and 140 women (35.8~o). Of these librarians 173 (44.3%) were working in 
university libraries, 38 (9. 7~0) in college libraries, 115 (29.4~0) in public 
libraries, 29 (7 .4~o) in special libraries, while 36 (9.2~o) were library 
school teachers. These and other details are contained in the appendix. 
To ensure maximum response it was decided that the libraries and library 
schools selected should be visited and the questionnaire distributed in 
person. 
approach 
This it was hoped would be seen as a more considerate and personal 
by the individuals concerned. One also knows that in the 
Nigerian circumstances people tend to give attention to individuals who 
present their demands or problems in person rather than through letters or 
mail questionnaires which may be forgotten as soon as, they are read. 
In January 1979 letters were sent in advance to the heads of the libraries 
and library schools chosen to solicit their co-operation and to inform 
them of the month they were to be visited. Subsequently the institutions 
were visited between the months of February and May 1979. Usually a member 
of staff was provided to introduce other librarians on the staff for the 
administration of the questionnaire. Those who had not completed their 
questionnaires at the time of departure were requested to return them to 
designated individuals for onward transmission by post or to post them 
directly if they chose. 
Usually after a month a library was visited a follow-up letter was sent to 
those who had not yet responded. 
in this way. 
About 15% of the responses were received 
Because of limited time and financial resources it was not possible to 
visit the thirteenth university, University of Sokoto. It was discovered 
that there were only three librarians on the staff at the time of the. survey. 
There was no public library service in the state and no other library with 
qualified staff. 
Of the 57 libraries and library schools contacted there were no responses 
from 9 of them - 1 university library, 2 college libraries, 2 public 
libraries, 3 special libraries and 1 library school. Altogether there were 
29 librarians in these institutions - see appendix. 
Two hundred and eighty-nine questionnaires (74%) were returned. Out of 
the~e 267 (68% of the whole sample) were usable. The rest were rejected 
mainly because many questions were left unanswered - perhaps a deliberately 
polite way of refusing to participate in the study. 
Some of the non-respondents were contacted later. It would seem that the 
major reason for non-response was that many of them felt that some of the 
questions asked (like number of children an individual has or father's 
education) dealt with matters considered too personal and private by these 
individuals. Therefore they did not feel it was proper for them to give 
out such information in a questionnaire. The fact that assurance was 
given in the introductory letter accompanying each questionnaire that any 
57 
information given would be treated in strict confidence did not seem to 
matter or win their trust. Another reason given by some was that they 
were very busy and had no time to complete the questionnaire. A few 
others gave the excuse that the questionnaire was rather long. 
Data Analysis : The data collected was fed into an ICL 1900 computer. 
lb, . was' analysed through the use of the Statistical Package for the Social 
Sciences (SPSS) programme.14 
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CHAPTER 4 
PERSONAL CHARACTERISTICS AND SOCIAL BACKGROUND OF RESPONDENTS 
Sex: The 267 respondents to the questionnaire consist of 179 men (67%) and 
88 women (J3~o). Thus male librarians outnumber the female by a proportion 
of two to one. This is in sharp contrast to the situation in developed 
countries like the United States and Great Britain where studies show 
that 'female librarians outnumber the male in these countries. For instance, 
in Bryan's study of public librarians in the United States she found that 
92~o of the public librarians were women. 1 In EdsaH's sample of community 
college librarians 61.7% of the respondents were women. 2 Braunagel showed 
that 71.7% of academic librarians in the southern states of the United States 
were women. 3 In American health sciences (or medical) libraries women 
consistituted 78 .6~o of the professional staff. 4 
Among graduates of Canadian library schools between 
showed that women overwhelmingly outnumbered men. 5 
Britain studies like those of Kuhn and Poole,6 and 
1960 and 1967, Denis 
Similarly in Great 
Sergean7 show that women 
are in the majority among different types of librarians. 
On the other hand, Aguolu in a study of the personnel of Nigerian university 
libraries found, as in the present study, that men constituted the majority 
(62~" of the professionol staff in these libraries. 8 He attributed this 
to the fact that since the establishment of the first library school in 
Nigeria the major objective of library education has been to produce 
professional leaders. Consequently the tendency in library education has 
been towards a postgraduate education, or, more recently, at least a first 
degree programme. Since relatively very few Nigerian women have 
university education, their numbers in the graduate professions must 
inevitably be small. 
In a situation where the majority of the practitioners of a profession 
usually regarded as a female occupation are men, does the profession still 
bear the stigma of a female occupation? It would be interesting to find 
the answer to this question. However, this study is not concerned with, 
and did not investigate, the occupational image of librarianship in 
Nigeria. 
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Type of Library: Table 1 shows the distribution of the respondents by 
sex and the type of library in which they work. It is interesting to 
note that the distribution of male and female respondents in various 
types of libraries is similar to the distribution of male and female 
librarians in the whole sample from which the respondents come - as shown 
in the appendix. 
TABLE 1 
Distribution of Respondents by Sex and Type of Library 
Type of Library Male Female Total 
No. " No. " No. " 
" " " 
University 83 46.4 43 48.9 126 47.2 
College 16 8.9 7 8.0 23 8.6 
Public & National 55 30.7 20 22.7 75 28.1 
Special 11 6.1 11 12.5 22 8.2 
Library School 14 7.8 7 8.0 21 7.9 
179 100.0 88 100.0 267 100.0 
The greatest percentage of respondents (47.2%) work in university libraries. 
These are followed by those who work in public or state libraries and the 
National Library (28.l1~). The smallest group are the library school 
teachers. There are only 21 of them (7.9%) 
There are similar proportions of male and female respondents working in 
academic libraries and library schools. Men in university and college 
libraries and library schools make up 46.41~, 8.91~ and 7 .81~ respectively 
of the whole male respondents. Similarly women in university and college 
libraries and library schools make up 48.91~, 81~ and 81~ respectively of all 
the female respondents. Thus there seems to be a fair or balanced 
representation of male and female librarians in these types of institutions. 
On the other hand, there is a higher percentage of male librarians (30.7%) in 
public libraries than there are of female librarians (22.7%). This is made 
up by female librarians having a higher percentage of their number (12.5%) 
in special libraries than male librarians have (6.1%). 
0.1. 
Age: The respondents are in seven age groups ranging from between 21 and 
25 years to over 50 (Table 2). Among the whole respondents only one woman 
is in the first age group (21-25 years). On the other hand, only three· 
men are in the oldest group of over 50 years. Over half of the 
respondents (54.2~~) are aged between 26 and 35. Three quarters of the 
librarians (75.2~O are 40 or under. Thus most of the respondents are 
still young and have not reached the peak of their careers. In fact the 
largest age group is those between the ages of 31 and 35 who constitute 
a little over one-third (34.2%) of the entire sample. They are followed 
by those between the ages of 26 and 30 who represent 20.7% of the sample. 
TABLE 2 
Age of Respondents by Sex 
Age 11ale Female Total 
No. D' No. 0' No. D' 
" " 
,0 
21-25 1 1.1 1 0.4 
26-30 25 14.0 30 34.1 55 20.7 
31-35 66 37.1 25 28.4 91 34.2 
36-40 38 21.3 15 17.0 53 19.9 
41-45 38 21.3 7 8.0 45 16.9 
46-50 8 4.5 10 11.4 18 6.8 
Over 50 3 1.7 3 1.1 
178 100.0 88 100.0 266* 100.0 
*Information lacking for 1 respondent. 
Generally the women seem to be younger than the men. While 35.2% of the 
women are not older than 30 years, only 14% of the men are in this age 
group. None of the women is over 50, compared to three men in this group. 
When the respondents' ages are compared according to types of libraries 
(Table 3), it would seem that significantly a lower proportion of the 
librarians in· university libraries (17 .6~~) are below the age of 31 than 
those in the other types of libraries. Each of these other groups of 
librarians has between 21.3~~ and 28.6~~ of its members in the above age 
category (30 and under). 
TABLE 3 
Age of Respondents by Type of Library 
Age University College Public Special Library School Total 
No. D' No. 0' No. 0' No. 0' No. 0' No. 0' " , ,0 ,0 ,0 
'" 
,0 
21 - 25 1 4.5 1 0.4 
26-30 22 17.6 6 26.1 16 21.3 5 22.7 6 28.6 55 20.7 
31-35 45 36.0 8 34.8 23 30.7 7 31.8 8 38~1 91 34.2 
36-40 25 20.0 5 21.7 15 20.0 4 18.2 4 19.0 53 19.9 
41-45 23 18.4 3 13.0 13 17.3 5 22.7 1 4.8 45 16.9 
N 46-50 9 7.2 1 4.3 6 8.0 2 9.5 18 6.8 
'" 
Over 50 1 0.8 2 2.7 3 1.1 
125 100.0 23 100.0 75 100.0 22 100.0 21 100.0 266* 100.0 
* Information lacking for 1 respondent 
0..1 
Over half of the librarians in each type of library are 35 and under. 
The greatest proportions of librarians in that group are found in library 
schools and college libraries. These types of institutions have 66.7% 
and 60.9% respectively of their professional staff in that category. 
States of Origin: Of the respondents, 252 (94.4%) indicated their states 
or countries of origin. There are 217 Nigerians and 35 expatriates among 
them. Thus expatriates constitute 13.9% of the whole group. 
The Nigerians come from 16 of the 19 states of the federation (Table 4). 
In this respect the sample may be said to be, to some degree, representative 
of the whole population in the country. 
TABLE 4 
Respondents' States of Origin by Sex 
State Male Female Total 
No. .. No. .. No. 0' '0 ,0 
" 
Anambra 33 19.8 10 11.8 43 17.1 
Bauchi 2 1.2 2 0.8 
Bendel 25 15.0 11 12.9 36 14.3 
Benue 3 1.8 3 1.2 
Cross River 7 4.2 5 5.9 12 4.8 
Imo 18 10.8 7 8.2 25 9.9 
Kaduna 3 1.8 1 1.2 4 1.6 
Kano 3 1.8 3 1.2 
Kwara 14 8.4 1 1.2 15 6.0 
Lagos 5 3.0 2 2.4 7 2.8 
Niger 1 0.6 1 0.4 
Ogun 6 3.6 7 8.2 13 5.2 
Ondo 15 9.0 3 3.5 18 7.1 
Oyo 17 10.2 13 15.3 30 11.9 
Plateau 1 1.2 1 0.4 
Rivers 3 1.8 1 1.2 4 1.6 
Expatriate 12 7.2 23 27.1 35 13.9 
167 100.0 85 100.0 252* 100.0 
*Information lacking for 15 respondents 
Some states seem to produce more librarians than others. Anambra, Bendel 
Oyo and Imo states, which include the towns of Enugu, Benin, Ibadan and 
Owerri respectively, are the states of origin of the largest numbers of 
librarians. Over half of the librarians responding to the question (134 or 
53.2%) come from these states. 
In his study of the career of American academic librarians Morrison also 
found that more librarians came from certain geographical areas than from 
others.9 He attributed this to the fact that some areas of a country offer 
greater inducements for people to seek professional careers than do others. 
Such areas may have better educational facilities and many institutions where 
professionals work than others. 
A similar explanation may account for the reason why a large number of 
Nigerian librarians come from only a few states. These are the states with 
some of the best and 9reatest number of educational institutions in the 
country. For instance, except Imo State, each of them has at least one of 
the oldest and largest universities located in its territory - University 
of Nigeria in Anambra State, University of Benin in Bendel State, and 
Universities of Ibadan and Ife in Oyo State. Besides the university 
libraries, some of the best and largest libraries of other types are also 
found in these states. Anambra, Bendel, and Imo States have state-wide 
public library services managed by library boards established by law. 
There are good and well-funded special libraries in these states as well. 
For instance in Ibadan, the capital of Oyo State, there are the International 
Institute of Tropical Agriculture, Cocoa Research Institute of Nigeria, 
Agricultural Research Council of Nigeria, Forestry Research Institute of 
Nigeria, and other research institutes with good libraries. 
It appears that male and female librarians tend to come in fairly similar 
proportions from the different states. However female librarians are 
not likely to come from states like Benue and Niger which produce few 
librarians. In states with few educational and other facilities fewer 
women in particular are likely to have the privilege of 
than in other states. It is worth noting however that 
from Plateau State is a woman. 
higher education 
the only librarian 
The expatriates consist of 12 men and 23 women. As far as is known, at 
least 14 of these women are married to Nigerians. There may be some other 
expatriate women married to Nigerians too. Therefore strictly speaking, 
only about 21 librarians (8.3%) are truly foreigners. Thus Nigerian 
·libraries are no longer dependent on expatriates to any appreciable extent 
for their staffing. 
, The 35 foreign librarians come from many different countries. There are 
~0D eight women and two men from the United Kingdom, seven women from the United 
\} States, four men from Ghana, three men from Pakistan, two women and one man 
from India, two women each from Russia and Trinidad, one woman each from 
Cameroon and the Philippines, and one man each from Ethiopia and Uganda. 
Marital Status and Children: Table 5 shows that most of the respondents 
are married. Only 18 individuals (11 men and 7 women) are single or have 
never married. Three persons are widowed while one is divorced. Thus 
245 respondents (91.8~O are currently married" 
TABLE 5 
Respondents' Marital Status by Sex 
Marital Status Male Female Total 
No. .. No. 0' No. 0' ,0 
" 
,.
Single 11 6.1 7 B.O 18 6.7 
Married 166 92.7 79 89.8 245 91.8 
Widowed 2 1.1 1 1.1 3 1.1 
Divorced 1 1.1 1 0.4 
179 100.0 BB 100.0 267 100.0 
There does not seem to be much difference in the marriage patterns of the 
librarians in different types of libraries (Table 6). Noticeably, however, 
a higher proportion of library school teachers than the rest are single. 
This may be due to the age of library school teachers who have the highest 
proportion of young librarians. 
Just as expected, marital status is very much linked to age. Most of the 
single librarians (14 or 77. B~O are those not above the age of 30 (Table 7). 
Another three (16.7%) are between 31 and 35. Only one bachelor is aged 
between 46 and 50. 
TABLE 6 
Marital Status by Type of Library 
StatuB University College Public Special Library School Total 
No. O' No. 0' No. 0' No. 0' No. 0' No. 0' ,0 ,0 ,0 ,0 ,0 ,0 
Single 8 6.3 2 8.7 2 2.7 2 9.1 4 19.0 18 6.7 
Married 115 91.3 21 91.3 72 96.0 20 90.9 17 81.0 245 91.8 
Widowed 3 2.4 3 1.1 
Divorced 1 1.3 1 0.4 
II 
II 
126 100.:0 23 100.0 75 100.0 22 100.0 21 100.0 267 100.0 
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TABLE 7 
Marital status by Age 
~larital Age 
Status 21-25 26-30 31-35 36-40 41-45 46-50 Over 50 Total 
Single 14 3 1 18 
Married 1 40 88 52 44 16 3 244 
Widowed 1 1 1 3 
Divorced 1 1 
1 55 91 53 45 18 3 266* 
* Information lacking for 1 respondent 
As can be seen from Table 8, most of the married librarians have children. 
Only 18 (7.2%) have no children. Most of those who have children (170 or 
73.6% of them) have no more than four children. This would seem to 
suggest that the librarians prefer to have small families in contrast to 
the traditional large African families. 
TABLE 8 
Number of Children by Respondents' Sex 
No.of Children Male Female Total 
No. O' No. " No. O' " " " 
No child 11 6.5 7 8.6 18 7.2 
1 - 2 47 28.0 24 29.6 71 28.5 
3 - 4 58 34.5 41 50.6 99 39.8 
5 - 6 44 26.2 9 11.1 53 21.3 
Over 6 8 4.8 8 3.2 
168 100.0 81 100.0 249* 100.0 
* Includes the divorced and widowed 
The women seem to have a different family pattern from the men. On the 
whole the women have proportionately less number of children than the 
men. Nearly 9m~ of the women have no more than four children as against 
69~~ of the men in this category. Half of the women h'lve three or four 
children compared with one-third of the men who have the same number of 
children. 
TABLE 9 
Number of Children by Type of Library 
No.of University College Public Special Library School Total 
children 
No. 0' No. 0' No. 0' No. 0' No. 0' No. 0' '0 ,0 ,0 ,0 ,0 ,0 
No child 9 7.6 7 9.6 1 5.0 1 5.9 18 7.2 
1 - 2 26 22.0 7 33.3 24 32.9 7 35.0 7 41.2 71 28.5 
3 - 4 52 44.1 9 42.9 24 32.9 7 35.0 7 41.2 99 39.8 
5 - 6 28 23.7 5 23.8 15 20.5 3 15.0 2 11.8 53 21.3 
Xl Over 6 3 
.0 2.5 3 4.1 2 10.0 8 3.2 
118 100.0 21 100.0 73 100.0 20 100.0 17 100.0 249* 100.0 
* Includes the divorced and widowed 
b':l 
In Table 9 it is apparent that university, public and special librarians 
have the highest proportions of respondents with many children. A quarter \ 
of each of these groups have over four children per person. On the other 
hand 40% or more of public and special librarians and library school 
teachers have no more than two children each. 
Spouse's Occupation: Table 10 depicts the occupation of the spouses of 
married respondents. Of the 245 respondents who are currently married, 
16 (6. 5~O did not answer the question. 
TABLE 10 
Occupations of Spouses of Respondents 
Spouse's Occupation Male Librarians Female Librarians Total 
No. O' No. 0' No. O' ,0 ,0 
" 
Business 5 6.7 5 2.2 
Professional 100 64.9 32 42.7 132 57.6 
Librarianship 4 2.6 1 1.3 5 2.2 
University Teaching 3 1.9 37 49.3 40 17.5 
Clerical Duties 15 9.7 15 6.6 
Housewife 32 20.8 32 14.0 
154 100.0 75 100.0 229 100.0 
The wives of 32 men (20.8~~) have no paid employment. The wives of 
another 15 (9. 7~~) are employed as clerical staff. All the other 
respondents, both male and female, are married to well-paid professionals, 
businessmen or senior public servants. Thus the incomes of these 
librarians combined with those of their spouses place them very high on 
the social and economic ladder. 
EpsteinlO suggests that professional endogamy is a favoured marriage pattern 
for women in professional life. In her study of the careers of female 
lawyers she. found that 45~~ of her married respondents chose lawyer husbands. 
Two-thirds of the married respondents were married to professional men. 
In the present study only five librarians, and among them one woman only, 
/u 
chose librarians as partners. Endogamy in the strict sense is therefore 
not characteristic of the respondents in this study. 
Another striking fact is the number of female librarians married to 
university teachers. About half of the women (37) are married to 
university teachers. In other words 421~ of the whole female respondents 
are wives of university dons. A closer examination reveals that most 
of these women work in university libraries, in the same institutions with 
their husbaAds. That shows how the dons have indirectly helped to provide 
professional staff for university libraries and a few other libraries as 
well. The major intention of the dons is normally to find a convenient 
working place for their wives within the university community or campus 
in which they live. The result is that today wives of academic staff 
constitute quite a considerable proportion of the professional staff of 
most academic libraries. Furthermore these women are now occupying many 
of the top positions in the establishments. Some are professors in 
library schools, while others have risen to posts of deputy university 
librarians. 
Parental Background: David Dunkerley believes that 
The social class culture from which an individual 
comes is possibly the most important external factor 
affecting his choice of occupation. The proposition 
that there is a direct relationship between class 
level and aspiration level is empirically well-backed. 
It can be confidently stated that the higher the 
social class level from which an individual comes, 
the greater the probability that he will aspire to 
those occupations that society has defined as the 
most socially prestigious and economically rewarding. I, 
If one assumes that the 'professions are some of the most socially 
prestigious occupations (and that is certainly the case in Nigeria), and 
that librarianship, in spite of all the arguments about its nature, is 
truly a profession of some sort, then one would expect that most librarians 
should come from high (social) class families. 
Furthermore Blau and Duncan claim that there are "four determinants of 
occupational achievement, two of which refer to a man's social background 
(father's education and father's occupation) ••• ,,12 Therefore these two 
factors, father's education and father's occupation, are going to be used 
in determining the social class origins or family backgrounds of the 
respondents. 
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The two factors perhaps become even more prominent and influential while 
choosing a career in a largely traditional and non-literate society, like 
Nigeria, where the father, as the head of the family, plays a very 
dominant role in the life of every other member of the family. If the 
father himself is privileged to have some benefit of western education, and 
he realizes its advantages early enough, then he gives every possible 
encouragement and assistance to his children to avail themselves of the 
opportunities of western education to the highest level they can attain. 
His occupation or income will then determine the extent to which he is 
actually able to finance the education of his children. 
This parental support is quite crucial to a child's educational attainment 
and choice of career in a country where until very recently education at 
virtually all levels had not been free. Scholarships are relatively very 
few and hard to come by. Furthermore there has never been any recognized 
agency for career guidance and counselling. The introduction of departments 
of guidance and counselling in some faculties of education of universities"; 
(like the University of Ibadan) to train the manpower to fill this gap has 
only just started. The impact of these new departments can thus only be 
felt in the future. 
Fathers' Education: Table 11 shows the highest levels of education attained 
by the respondents' fathers according to the sex of the respondents. The 
level of illiteracy among these parents is quite high. As many as 106 
(40%) had no formal education at all. Another 4 (1.5%) were trained in 
Koranic schools and had no western education at all. 
Some 25~~ stopped their education at the primary school level. Thirty-six 
(13.6%) were able to attend secondary school or obtain the West African 
School Certificate (WASC), while 9 (3.4%) went on to the sixth form or 
obtained the Higher School Certificate (HSC) or its equivalent. 
/ 
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TABLE 11 
Fathers' Education by Respondents' Sex 
Father's Highest Level 
of Education 
Male Librarians Female Librarians Total 
No Formal Education 
Koranic School 
Primary Six 
WASC 
HSC 
Teachers' Certificate 
University Degree 
No. "  
100 56.5 
4 2.3 
42 23.7 
17 9.6 
,5 2.B 
B 4.5 
1 0.6 
177 100.0 
* Information lacking for 2 respondents' fathers 
No. " 
" 
6 6.B 
25 2B.4 
19 21.6 
4 4.5 
17 19.3 
17 19.3 
BB 100.0 
No. " 
" 
105 40.0 
4 1.5 
67 25.3 
36 13.6 
9 3.4 
25 9.4 
IB 6.B 
265* 100.0 
A good number, 25 (9.4%), took up teaching and gained their teachers' 
certificates. In Nigeria teaching has been a fairly cheap way of continuing 
education for the ambitious ones who for financial or other reasons drop 
out of the formal education system early. For teachers to advance in 
their careers they are required to attend various levels of teachers' 
colleges to obtain their teachers' certificates. The academic or non-
professional curricula in these colleges ,are similar to those in secondary 
schools and higher academic institutions. Thus it is fairly easy for the 
ambitious teachers, when they pass out from teachers' college, to sit for 
the General Certificate of Education (G.C.E.) examinations. If they are 
successful, they usually proceed to the university to obtain degrees. 
Only IB fathers (6.B%) attended universities or obtained university degrees. 
This number of graduates among the parents may look small. However, when 
compared to the general level of education in the society, it may turn out 
that a respectable proportion of the fathers have above average level of 
education., For instance, Imoagene studied social mobility among the new 
elite in Western Nigeria. 13 For his sample he chose 80 politicians, BO 
civil servants and BO businessmen. Table 12 shows the educational 
achievements of the fathers of his respondents. 
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TABLE 12 
1 Educational Level of Fathers of New Elite in Western Nigeria 
Level of Education Percentage Distribution 
Politicians' Civil Servants' 
Fathers Fathers 
n = BD n = 80 
Non-literate aD 63 
Primary six and under 13 25 
Modern School, Teachers 
certificate Grade Ill, 
Govt. Class IV and equivalent 5 4 
School Certificate, Teachers Cert. 
Grade 11, Technical diploma 
and equivalent 2 6 
H.S.C., Teachers Grade I, 
University diploma, Higher 
technical diploma· and equivalent 1 
Don't know 1 
10m. 100% 
Businessmen's 
Fathers 
n = 80 
73 
21 
1 
1 
4 
lOO~~ 
1.Source: Oshomha Imoagene. Social Mobility in Emergent Society A Study 
of the New Elite in Western Nigeria, pp.78, 90 and 98. 
In Imoagene's groups illiteracy rate among the fathers of the respondents 
varies from 631. among civil servants' fathers to am. among politicians' 
fathers, with an average of 72%. This contrasts sharply with illiteracy 
of 4m. among the librarians' fathers. It is only at the primary school 
level that civil servants' and businessmen's fathers have percentages 
comparable to that of librarians' fathers. 
The disparity in levels of education between the fathers of the two samples 
is even greater at the higher levels of education. One or two fathers of 
Imoagene'ssample attended non-degree courses in universities to obtain 
their university diplomas but none had a university degree. On the other 
hand, 18 fathers of librarians (6.8%) are university graduates. 
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One would certainly expect that the parents of an elite class should 
most likely have better than average education and income. If therefore 
the data and comparisons above are reliable, a more than average proportion 
of the fathers of the librarians had "good education". 
It is apparent from Table 11 that generally the fathers of female 
librarians had better or higher education than the fathers of their male 
colleagues. While over half (56.6%) of the male librarians' fathers had 
no formal education only 6 (6.8~a) of the female librarians' fathers are in 
this category. Virtually all the graduates in the whole group (17 out of 
18) are parents of female librarians. Parents of female librarians share 
a significantly much higher proportion of individuals attaining various 
levels of education. 
The generally higher level of education attained by the fathers of female 
librarians is understandable in the context of African society and value 
systems. In African society a much higher premium is placed on the male 
child than the female. The society is usually patrilineal so it is the 
male child that perpetuates the family while the female child, when she 
grows up, almost invariably goes to raise another family through marriage. 
Therefore the male child usually·gets preferential treatment over the 
female. If, because of limited financial resources or other reasons, a 
decision has to be made over which child has to be educated or continue 
education beyond a certain level, almost· invariably the decision is made in 
favour of the male child. Consequently the parents of· a female child 
usually have to be well educated themselves, or at ·least be enlightened 
and broad·minded, be well placed in society and earn reasonable income 
before they can give their daughter the privilege of higher education. 
As one expects, the level of fathers' education is very much related to the 
age of respondents (Table 13). The younger a respondent the higher the 
level of his/her father's education. In other words, a higher 
proportion of the fathers of the younger librarians enjoyed higher levels of 
education than· the fathers of older librarians. This is because with time 
education spreads to a wider cross-section of the society. Therefore a 
greater proportion of younger people tend to be educated. Thus assuming 
that most younger librarians would have younger fathers than the older 
librarians, more of the. younger than the older fathers would be educated. 
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TABLE 13 
Fathers' Education by Age of Respondent 
Fathers' Education Age of Respondents 
21 - 35 Over 35 Total 
No. O' No. O' No. 0' ,0 
" 
,0 
No formal education 54 36.7 52 44.4 106 40.2 
Koranic School 3 2.1 1 0.9 4 1.5 _ 
Primary Six 37 25.2 30 25.6 67 25.4 
WASC 18 12.3 17 14.5 35 13.3 
Teachers' Cert. 14 9.5 11 9.4 25 9.5 
HSC 8 5.4 1 0.9 9 3.4 
Univ. Degree 13 8.8 5 4.3 18 6.8 
147 100.0 117 100.0 264* 100.0 
* Information lacking for the fathers of 3 respondents 
In Table 13 while there is not much difference in the percentages of 
fathers of older and younger librarians who had no formal education, as 
the level of education increases the difference in percentages between the 
two groups increases as well in favour of the younger librarians' fathers. 
Thus 5.4% of the younger librarians' fathers read up to the sixth form 
or HSC level in contrast to o. 9~o of the other group. Similar ly 8. 8~o 
of the former had university degrees as against 4.3~o of the latter. In 
fact more detailed analysis shows that the fathers of the three librarians 
above the age of 50 had no formal education. 
From Table 14 it seems also there is some marked difference in the 
educational attainments of the fathers of librarians working in different 
types of libraries and library school teachers. Special librarians and 
library-school teachers have significantly lower percentages of uneducated 
fathers (31.8~o and 14.3% respectively) than university, college and public 
librarians (42.4~o, 47.8% and 43.2~o respectively). 
On the other hand, higher percentages of fathers of library school teachers 
and special librarians had the Higher School Certificate (HSC) than those 
of the other librarians. Though there is no graduate among the fathers 
TABLE 14 
Fathers:' Education by Type of Library 
Highest University College Public Special Library School Total 
Level of 
Education 
No. 0' No. .' No. 0' No. " No. 0' No. 0' ,0 " ,0 ,0 " " 
No formal 
education 53 42.4 11 47.8 J2 43.2 7 31.8 3 14.3 106 40.0 
Koranic 
School 3 4.1 1 4.8 4 1.5 
Primary Six 31 24.8 4 17.4 21 28.4 6 27.3 5 23.8 67 25.3 
'" 
WASC 14 11.2 1 4.3 11 14.9 5 22.7 5 23.8 36 13.6 
,.... 
ItSC 4 3.2 2 2.7 1 4.5 2 9.5 9 3.4 
Teacher's 
Cert. 13 10.4 4 17.4 2 2.7 3 13.6 3 14.3 25 9.4 
Univ. 
Degree 10 8.0 3 13.0 3 4.1 2 9.5 18 6.8 
125 100.0 23 100.0 74 100.0 22 100.0 21 100.0 265* 100.0 
* Information lacking for the fathers of 2 respondents 
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of special librarians, and the college librarians' fathers have the highest 
proportion of graduates, the proportion of graduates among fathers of 
library school teachers is greater than among those of university and public 
librarians, probably because the teachers tend to belong to the younger 
generation. 
Fathers' Occupation: It has been shown earlier that sociologists regard 
father's education and occupation as two of the most important factors 
determining an individual's occupational career. The case of father's 
education is straight to deal with. It cannot be other than the highest 
.level of education attained. 
The case of father's occupation is not however so straightforward to deal 
with. A man may engage in several occupations during his working life. 
Opinion is divided over which period of a man's career is most influential 
on his child's career. Is it for instance his occupational status in the 
first five or ten years of the child's life, at the peak of his career, or 
his status at retirement or death?l4 
One would tend to go with those who argue that a father's occupation at the 
time his child is a.teenager (15-19 years.old) is the most crucial in 
determining his child's career. This is because the man's status at this 
time when the child is about to choose a career determines the nature of 
opportunities open to the child. Even the possibility of the child 
continuing his education may depend very much on the family's economic status 
at this time. The type of socialization the child gets is also dependent 
on his family status at this time. Consequently to determine the occupation 
of their fathers the respondents were asked what their father's occupation 
was when they were about the age of 18 (or before their father died if he 
did not live until they were 18). 
this question. 
Only six respondents did not answer 
The occupations of the fathers of the 261 respondents reflect very much the 
levels of education attained by these fathers (Table 15). For instance, 
just as 40~. (106) of·the fathers have no formal education, 40.6~. of them 
are peasant or subsistence farmers. 
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TABLE 15 
Fathers' Occupation by Respondents' Sex 
Father's Occupation Male Librarians Female Librarians Total 
No. " No. " No. O'  " " 
Businessman 14 B.O 7 8.1 21 B.O 
Professional or Senior 
Public Servant 9 5.1 34 39.5 43 16.5 
Junior Public Servant 37 21.1 27 31.4 64 24.5 
Artisan or Trader 17 9.7 10 11.6 27 10.3 
Farmer 98 56.0 8 9.3 106 40.4 
175 100.0 86 100.0 261* 100.0 
* Information lacking for 6 respondents' fathers 
About 25% of the fathers only could be said to have enjoyed a high level of 
income. That is those who were either businessmen, professionals of one 
type or another, or senior public servants working in various sectors of 
the public services. The public services include those of the state and 
federal governments, corporations, boards (like schools' boards), universities, 
etc. 
Artisan refers to a semi-skilled worker or technician who has either a paid 
employment or works independently. Trader refers to a petty trader or 
retailer as opposed to a businessman or wholesale dealer. 
The parents of the women generally attained a higher level. of education 
than those of the men as shown above. Therefore it is not surprising that 
a much higher 
the latter. 
proportion 
Only 9.3~6 
of the former had better paid occupations than 
of the fathers of women were farmers in contrast 
to 56% of the fathers of men. On the other hand, 39. 5~6 of the women's 
fathers were professionals or senior public servants while only 5.1% of the 
men's fathers belonged to this category. These facts go to support the 
view put forward earlier that for a girl to have the privilege of higher 
education her parents must themselves be reasonably well-educated and have 
substantial income. 
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Table 16 reflects also the differences in the occupational status of 
fathers of different types of librarians as in their levels of education. 
For instance, university, college and public librarians have the highest 
proportions of fathers who were farmers. On the other hand, library 
school teachers and special librarians have the highest proportions of 
high income fathers - businessmen, professionals and senior public servants 
(taken together). 
The difference in occupation between younger librarians' fathers and older 
librarians' fathers is very negligible - Table 17. This however is still 
in favour of the younger librarians' fathers as in the case of education. 
Businessmen, professionals and senior public servants constitute altogether 
26.6% of younger librarians' fathers but 22.3% of older librarians' 
fathers. While 37.8% of fathers of librarians aged between 21 and 35 were 
farmers. 44.4% of the other groups were farmers. 
CONCLUSION: Most respondents come from ordinary working class families; 
and their parents had little or no formal education. This looks like a 
contradiction of what one should expect from Dunkerley's proposition that 
mainly those of high social class origins aspire to prestigious and high 
income occupations, like the professions. 
In the light of the social context of the respondents their social or family 
background may not after all be a contradiction of Dunkerley. Looking at 
the education and occupation of an African or a man from a developing 
country purely from the western point of view may· not truly reflect his 
social status. In a society where an illiterate traditional chief may 
be more influential, occupy a higher social status and play more important 
social roles than a highly educated permanent secretary, social status 
should be assessed by values other than western educatio~ and occupation may 
rather enhance or reflect an already existing social status. Thus it 
becomes a great social achievement to have had some form of western 
education, no matter how low the level. The fact.that one is a public 
servant, whether junior or senior, at a time when a negligible proportion 
of people able to work have that privilege confers a very high social status 
indeed. 
TABLE 16 
Fathers' Occupation by Type of Library 
Occupation University College Public Special Library School Total 
No. 0' No. D' No. D' No. 0' No. 0' No. D' ,D ,0 
" 
,0 
" 
,D 
Businessman 11 8.9 1 4.3 5 6.8 3 14.3 1 5.0 21 8.0 
Professional 21 16.9 4 17.4 9 12.3 3 14.3 6 30.0 43 16.5 
Junior 
Servant 27 21.8 6 26.1 22 30.1 4 19.0 5 25.0 64 24.5 
Artisan 14 11.3 1 4.3 5 6.8 3 14.3 4 20.0 27 10.3 
:::> Farmer 51 41.1 11 47.8 32 43.8 8 38.1 4 20.0 106 40.6 
" 
124 100.0 23 100.0 73 100.0 21 100.0 20 100.0 261* 100.0 
* Information lacking for the fathers of 6 respondents 
..... 
co 
Fathers' Occupation 
Businessman 
Professional or Senior 
Public Servant 
Junior Public Servant 
Artisan or Trader 
Farmer 
TABLE 17 
Fathers' Occupation by Age of Respondents 
21 - 35 
No. 
12 
26 
31 
20 
54 
143 
"' ,0 
8.4 
18.2 
21.7 
13.9 
37.8 
100.0 
Age of Respondents 
Over 35 
No. 
9 
17 
33 
6 
52 
117 
.' " 
7.7 
14.6 
28.2 
5.1 
44.4 
100.0 
* Information lacking for the fathers of 7 respondents 
No. 
21 
43 
64 
26 
106 
260* 
Total 
0' 
" 
8.1 
16.5 
24.6 
10.0 
40.8 
100.0 
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CHAPTER 5 
EDUCATION AND TRAINING 
In order to appreciate fully the educational and professional qualifications 
of the respondents, and the effects of these on their careers, it is necessary 
to have some knowledge of the development of library education in Nigeria and 
the major influences that have helped to shape the present pattern of library 
education. 
The pioneers of librarianship in Nigeria fully realized the importance of 
introducing a suitable system of library education for the country if effective 
library services were to be established. They were also aware of the problems 
in achieving this objective. John Harris, who has been aptly called "the 
father of Nigerian librarianship", was the first editor of Nigerian Libraries, 
the official journal of the Nigerian Library Association. The second number 
of this professional journal was a special issue devoted to library education. 
In the editorial of this issue Harris spotlighted some of the major problems 
that have continued to confront library education in Nigeria, even today. As 
he put it: 
All over Africa development is demanding libraries and 
libraries are looking for librarians. The problems of 
recruitment, of education and of training are being faced 
not only in Nigeria but in all countries of the continent. 
Those problems are so basic to the whole future of our 
profession. • • • 
From these various writings (articles in the issue) 
two main points emerge, clearly and strongly. Firstly, 
the developing countries must learn to look to themselves 
for professional education, and their professional associations 
must assume the responsibility for solving problems of 
teaching, examination and certification. Secondly, the 
general trend is towards insistence on university education 
as part of the basic qualification for the profession of 
librarianship. • • .1 
John Harris went on to discuss the need for sub-professional staff, their 
training and opportunity for conversion to the professional cadre. Thus he 
touched on virtually all the main issues related to library education in 
Nigeria - recruitment of new entrants into the profession, provision of library 
education locally, the role of the professional association in library 
education, levels at which professional education should be offered, form of 
training suitable for sub-professional staff and where it should be made 
tl'l 
available, suitable title and career structure for sub-professional staff. 
The Unesco seminar on the development of public libraries in Africa, held at 
the University College, Ibadan in 1953, marked the first positive step towards 
establishing a local library education system. The group set up "to study 
the basic questions involved in the training of library workers in Africa and 
to put forward concrete plans and proposals" recommended that 
the basic objective of full-scale library training in Africa 
should be to train leaders for the library profession in 
this continent • • •. It was further felt that • • • library 
schools located in Africa should require university graduation 
or its equivalent for admission to the programme of full-scale 
professional training at leadership level.Z 
The above recommendation began the continuing conflict of ideas on library 
education not only among librarians in Nigeria but also extended to those in 
Ghana. Jessie Carnell in a review of the report of the Unesco seminar study 
group commented: 
Group III recommends that 'a limited number of library schools 
of high calibre be established in Africa'. Its Report 
sweeps on through twenty-one pages of clear, firm, bold and 
detailed survey and recommendations, none of which provides 
much evidence that those participating were themselves, or 
had ever worked with, African library assistants. In practice 
African librarians and assistants can be relied upon to avoid, 
if they can, local schools of librarianship; they would 
rather be "been to's". It is difficult to understand how 
anyone who· has worked in Africa can support the statement that 
'the basic objective of full-scale library training in Africa 
should be to train leaders for the library profession. The 
basic need is workers. Leaders, in any case, are not 
produced by library schools, full-time or other; the 
essentials are certain qualities of character, a high level 
of intelligence, the discipline of work and the experience 
of responsibility.3 
Carnell's views were· supported by a colleague working also in Ghana, Evelyn· 
Evans. ·In an address at· the West African Library Association (W.A.L.A.) 
Conference of 1955 Evans "questioned whether a West African library school 
would give as much value as attendance at a United Kingdom library school 
where Africans would have the added advantage of visiting fine libraries." 
She was not sure that the need for librarians in future would justify the 
cost of a school. Furthermore she had doubts about the establishment of a 
school avowedly for leaders. 4 
Evans was also opposed to the idea of a postgraduate library school. 
<D 
Therefore in another address to the W.A.l.A. conference of 1959, referring 
to the proposed library school at Ibadan, she felt 
• • • that for purposes of public librarianship such a 
school would be of little use. If or when established it 
would certainly meet the needs of University and Special 
library Staff, but with the wider aspects of librarianship 
which have to be covered by the Public librarian, something 
more than just academic training is required. • • • 
In-service training, combined with subsequent attendance at 
a library school would appear to best suit the needs of staff 
training in a new public library system. And I would like 
to emphasize the value of being able to work in and visit 
well-established public libraries overseas, and the value 
that travel abroad gives to the broadening of an individual's 
mind. 5 
Meanwhile the professional leaders in Nigeria followed up the recommendations 
of the Unesco seminar with action. One of the immediate results of the 
seminar was the formation of W.A.l.A. by librarians working in West Africa 
who attended the seminar. The Nigerian leaders of W.A.l.A., especially John 
Harris, its first President, did all they could to see that the recommendations 
on library education by the Unesco seminar materialized. One of the motions 
approved at the 1955 annual conference of W.A.l.A. was that a standing 
committee on library training be set up to. explore the possibilities of 
establishing a library training centre for West Africa. Subsequently an 
approach for assistance was made to the Carnegie Corporation of New York. 
In 1957 the Corporation commissioned Harold lancour, then Associate Dean of 
the University of Illinois library School, to survey library conditions in 
West Africa as a basis for initiating further library development projects. 
In his report lancour thought that the greatest need for further library 
development was the supply of librarians at the leadership level. He therefore 
recommended the establishment, at a postgraduate level, of a library school at 
the University College, Ibadan. Consequently the Carnegie Corporation made 
an initial grant of $88,000 for the establishment of the library school. 
Befittingly John Harris was appointed the first director of the library school 
which took off in October 1960 as the Institute of Librarianship. Its '1 
prospectus clearly indicated that the course was intended to train librarians if 
6 
at the leadership level. 
Though the idea of a library school training leaders for the profession was 
implemented from the outset, there was a compromise on one aspect, the 
requirement for admission. Because only few West Africans then had the 
1:16 
privilege of.a university education, candidates for admission were required 
to possess either a first degree or at least two years full-time experience 
in a recognized library together with a pass in at least one part of the 
library Association registration examination. All the same, non-graduates 
continued to be in the minority of admitted candidates until the admission 
of non-graduates was totally discontinued in 1965. For instance, the first 
class consisted of four graduates and two non-graduates. 
graduates and three non-graduates were enrolled. 
In 1961 seven 
At first the library school was preparing students for the registration 
examination of the library Association. In the 1963/64 session the library 
Association syllabus was discarded and students 
the Ibadan University Diploma in librarianship. 
Nigerian library school eventually emerged. 
were prepared. f.pr and awarded 
,,/ j 
Thus'a fully ~ndigenOUS ~'~_/' 
By this same time the library Association introduced a new syllabus for its 
professional examinations. The syllabus seemed among other things to 
disfavour correspondence courses for overseas students. Understandably this 
was a matter of concern to the Nigerian library Association. Many of its 
members were young entrants to the profession. Their main hope of gaining 
full professional qualification was through correspondence courses. Most of 
them could not afford·the high cost of taking full-time courses in British 
library schools and only very few were lucky enough to be awarded government 
scholarships for such courses. librarianship was low down in the list of 
courses considered suitable for government sponsorship. On the other hand, 
admission to the new Institute of librarianship was still very much limited. 
Consequently the reproduction in Nigerian libraries of a comment by Bernard 
I. Palmer, the Education Officer of the library Association, on the newly 
introduced syllabus was timely -
There are those who would belabour the library Association 
for having taken this step; but this would be quite unfair 
because the library Association is a British Association 
intended for Britain, and it must make its dispositions 
in the light of the situation. in Britain. The fact that 
in past years the newly developing countries have found it 
convenient to use this British system of education to produce 
their own qualified librarians must not blind us to the fact 
that what this produces is librarians qualified for British 
conditions, and not for conditions overseas. '" a 
qualification in librarianship ought to have more relevance 
, to local conditions than the British qualification has to 
some countries overseas.7 
HI 
If there were some Nigerian librarians still not convinced of the wisdom 
of establishing an indigenous library school and who thought that its 
programmes and qualifications were inferior to those of the Library Association, 
the facts revealed above, and by no less an individual than the man who 
controlled the syllabuses and examinations of the Library Association, made 
them rethink. 
The establishment of the first Nigerian library school did not herald the 
end of the problems of library education in Nigeria. 
shows, there were still many issues to be resolved: 
As the following passage 
How many library schools should Nigeria have? What is to 
take the place of the First Professional Examination [of the 
Library Association]? What is to prevent the young person 
who now starts to work in a library with nothing more than 
the G.C.E. from winding up in a blind alley? • •• Is it 
a good thing to use the British scheme of training as a model 
or not? Who is to determine when a person is qualified for 
recognition as a professional librarian - the U.K. Library 
Association, Nigerian Library Association, Ibadan University 
Institute of Librarianship, or what? What subjects are to 
be covered in the syllabus and whose responsibility is it to 
approve the syllabus? Can Nigeria afford at this stage to 
place the education and training of librarians on graduate 
footing • • .? Can you say that professional education 
of university graduates will produce library leaders and 
that professional education of employees who are not graduates 
will fail to produce library leaders?8 
This question of training leaders or workers has always been a very sensitive 
issue. It has been partly responsible for the divergent types of basic 
professional education that have subsequently emerged in the country. The 
leading library educators at the Ibadan library school have always believed 
that librarianship in Nigeria should be a graduate profession and that the 
school is training for library leadership. Consequently John Dean, when he 
was Head of the Ibadan library school, had to defend the idea of training for 
leadership, contrary to the implications of White's passage quoted just above. 
Dean wrote: 
The UNESCO Seminar rightly stressed the necessity of 
producing leaders with a background of university training. 
The idea that those trained for leadership are automatically 
discouraged from working conscientiously is absurd. Qualities 
of leadership require to be developed and this development 
is one of the functions of university education. Leaders 
are born but not made - this is true - but born leaders 
may never have the opportunity of developing their potential 
fully if they are denied the stimulation of a challenging 
educational environment. It must be acknowledged, firstly, 
that qualities of leadership are vital for the future of the 
profession, secondly, that these qualities of leadership 
require careful cultivation and, thirdly, that the 
DD 
appropriate environment is provided by a university.9· 
Meanwhile in 1963 the Government of the then Northern Region commissioned 
Mr. F.A. Sharr to study the library needs of Northern Nigeria. Among the 
recommendations he made in his report was that a library school should be 
established at Ahmadu Bello University to train mainly the personnel 
required by the proposed library services of Northern Nigeria. lO On the 
basis of this recommendation the Department of Library Science, Ahmadu Bello 
University, Zaria was started in 196B. 
Since this new library school was meant essentially to cater for .the needs of 
Northern Nigeria, it was evident straightaway that it would be extremely 
difficult to recruit candidates for its professional programme if the course 
is run at a postgraduate level. By then the North had far fewer graduates 
than the South. Consequently the basic professional course at the school 
was a three-year first degree (B.L.S.) programme. 
Those who introduced and supported the B.L.S. programme fully acknowledge its 
shortcomings as a professional course - mainly the fact that students do not 
have sufficient background in other disciplines to be able to offer effective 
service to specialists and researchers. However they have always justified 
the course as an interim measure to overcome the current acute staff shortage 
in libraries. ll 
The.attempt to overcome the acute staff shortage has in recent times led to the 
establishment of two other library schools in the Northern states also. In 
1977 a library school took off at Bayero University, Kano. The following 
year another one was started at the University of Maiduguri. It is not 
surprising that both schools ~~ffer a three-year B.L.S. programme as the 
basic professional course. 
Besides training professional staff, Nigerian library schools also have 
courses for sub-professional staff. The basic outline of the Nigerian 
library education system follows. All the library schools offer a two-year 
undergraduate diploma course for candidates with G.C.E. ordinary level 
certificates to qualify as sub-professional staff or library officers. At 
the professional level all the library schools, except Ibadan, run a three-year 
bachelor's degree (B.L.S.) programme as the basic professional course. At 
Ibadan however the basic professional course is a one calendar year master's 
(M.L.S.) degree programme which has replaced the nine-month Postgraduate 
Diploma course. 
At Ahmadu Bello University, Zaria there are two types of master's degree 
programmes. One is for graduates' in other fields for whom the master's 
degree is the first professional qualification. The other programme is 
for those with B.L.S. for whom the master's degree is an advanced professional 
qualification. Both courses last at least two years. 
At the University of Ibadan two advanced research degree programmes are 
available for the M.Phil. and Ph.D. respectively. The minimum duration of 
the courses are two and three years respectively. Some practical experience 
is normally required after the first professional qualification before one 
is allowed to proceed to an advanced degree programme. 
" 
The above outline of the development of library education in Nigeria accounts 
for the variety of professional qualifications in the country. This variety 
is increased when foreign qualifications are taken into account. 
Respondents' Qualifications: 
Table 18 shows the qualifications of the respondents. Only 31 (11.610 
are non-graduate librarians who have either the associates hip or fellowship 
certificates (A.L.A. or F.L.A.) of the British Library Association. A 
much smaller number (3 or 1.1%) on the other hand are graduates without any 
professional qualification. One of these is a top-ranking Education Officer 
in a State's Ministry of Education who has been seconded to the State's 
Library Board to act as its Director until a suitable candidate is found for 
the post. The other two are young graduates who are aspiring to go to 
library school for their professional training but are alreadY assigned to 
professional positions. Thus virtually all the respondents have professional 
quali fications and about 901~ are graduates. 
Among the graduate librarians are 13 respondents (4.9%) who after first of 
all obtaining the A.L.A. or F .L.A. certificates went on to a library school 
to read for the Master of Library Science or Library Studies (M.L.S.) degree. 
These are men and women who on realizing the changing trend towards a graduate 
profession seized the opportunities offered in some library schools abroad 
to raise their qualifications to university degrees. In this way they 
prepared themselves for continued career advancement in a profession that is 
fast becoming a totally graduate profession in Nigeria and shutting up 
90 
virtually all avenues hitherto open to non-graduates for advancement. 
TABLE 18 
Respondents' Qualifications by Sex 
Highest Qualification Male Female Total 
No. " No. O' No. 0' 
'" 
,0 ,0 
A.L.A. or F .L.A. 26 14.5 5 5.7 31 11.6 
A.L.A. (or F.L.A.) + M.L.S. 11 6.1 2 2.3 13 4.9 
B.L.S. 27 15.1 5 5.7 32 12.0 
Bachelor's Degree + 
A.L.A. or P.G.D.L. 62 34.6 35 39.7 97 36.3 
Bachelor's Degree + 
M.L.S. 34 19.0 31 35.2 65 24.4 
Master's Degree + 
P.G.D.L. or M.L.S. 10 5.6 8 9.1 18 6.7 
Ph.D. 6 3.4 2 2.3 8 3.0 
Other 3 1.7 3 1.1 
179 100.0 8B 100.0 267 100.0 
Another group of "marginal" graduate librarians are those who have the 
bachelor's degree in Library Science (B.L.S.). They number 32 or 12%. 
By far the greatest proportion of respondents are graduates with postgraduate 
qualifications in librarianship. Most of these have a first degree in a 
subject field and the A.L.A., postgraduate diploma in librarianship (P.G.D.L.), 
or M.L.S. There are few among them who after obtaining the B.L.S. as their 
first degree went on to get the M.L.S. as an advanced professional qualification. 
Altogether respondents with a first degree and a professional qualification 
made up 60. 71~ of the total - that is 162 respondents. 
Eighteen librarians (6.7%) have master's degrees in subject fields and 
professional qualifications while 8 (3%) have doctorate degrees (Ph.O.s) as 
. their highest qualifications. Among those with master's degrees in subject 
fields are five librarians who first obtained the A.L.A. and then went to 
American universities to get both a master's degree in a subject field 
and an M.L.S. within a period of one or two years only. The subject 
master's degrees of these individuals are in the fields of Education (4) 
and English Literature (1). 
Among the graduate librarians special mention ought to be made also of 
another ambitious group who worked to uplift their qualifications, to keep 
abreast of changing trends. They are the eight librarians who after 
obtaining the A.L.A. (one had Diploma in Librarianship) went on to read 
for a bachelor's degree in a subject field, instead of the M.L.S. Incidentally, 
these eight are men working in university libraries where the change to a 
graduate profession has been most intensive in order to gain parity of status 
with their academic or teaching colleagues. 
Proportionately, women tend to have higher qualifications than men. For 
instance 11.6% of the women and 14.5% of the men are non-graduates. On 
the other hand, except at the Ph.D. level, women have a higher percentage of 
postgraduate qualifications of every category. Thus 74.9% and 53.6% of 
women and men respectively have a first degree and a professional qualification. 
Similarly 9.1% and 5.6?~ of women and men respectively have "subject" master's 
and a professional qualification. Altogether 68. 7?~ of the men and 88.6% of 
the women have postgraduate qualifications (including A.L.A. (or F.L.A.) + 
M.L.S.). 
When respondents' qualifications are considered by types of libraries (Table 19), 
it is apparent that the largest number of non-graduate librarians (22 or 66.7% 01 
non-graduate librarians) are to be found in the National Library and public 
libraries. They constitute 29.3% or nearly one-third of respondents from 
these libraries. This is consistent with the point of view in West African 
library history spearheaded by Miss Evans and which has always maintained that 
public libraries do not need graduate librarians.12 The fact that majority 
of the public librarians (69.3%) are graduate professionals shows the 
overwhelming strength of the trend towards a graduate profession. The strong 
influence of this trend and the change it is bringing about is also manifested 
the fact that one of the eight highest qualified respondents, with a Ph.D. 
degree, is working in a public library. 
In contrast to the situation in public libraries, there are very few or no 
non-graduate respondents among university librarians and library school teachers 
TABLE 19 
Respondents' Quali fications by Type of Library 
Qualification University College Public & Special library School Total 
National 
No. " No. " No. " No. " No. " No. " " " " "  " 
ALA or FLA 4 3.2 2 8.7 22 29.3 3 13.6 31 11.6 
ALA + MLS 5 4.0 1 4.3 5 6.7 2 9.1 13 4.9 
BLS 14 11.1 2 8.7 13 17.3 2 9.1 1 4.8 32 12.0 
Bachelor's 
Degree + 
ALA or PGDL 61 48.4 11 47.8 13 17.3 8 36.4 4 19.0 97 36.3 
Bachelor's 
Degree + 
N· MLS 26 20.6 6 26.1 18 24.0 6 27.3 9 42.9 65 24.3 
0-
Master's 
Degree + 
PGDL or MLS 10 7.9 1 4.3 2 2.7 5 23.8 18 6.7 
Ph.D. 4 3.2 1 1.3 1 4.5 2 9.5 8 3.0 
Other 2 1.6 1 1.3 3 1.1 
126 100.0 23 100.0 75 100.0 22 100.0 21 100.0 267 100.0 
respectively. 
been keenest. 
These are sectors where the contest for academic status has 
Most of the champions of the cause for a total graduate 
profession have also come from the university libraries and library schools. 
It is not ,therefore surprising that most of the respondents with a Ph.D. 
(6 or 7516) come from these institutions. Similarly, most of those with 
"subject" master's degrees (15 out of IS or 83.3%) are from university 
libraries and library schools. 
The case of the S.L.S. graduates is very interesting. Some commentators 
have strongiy argued that their degree programmes do not give them adequate 
background in a subject field. Therefore they should not be suitable for 
employment in academic and special libraries which require that practitioners 
in them should have strong academic backgrounds in specific subject fields to 
be able to offer effective services to the specialist clienteles of these 
libraries. Consequently S.L.S. graduates should be employed in non-academic 
libraries, like public libraries. In Nigeria however one sees that these 
graduates are employed in all types of libraries. In fact the highest 
proportion of them (43.S%) are employed in university libraries. Altogether 
the academic institutions (university and college libraries and library schools) 
employ over half of them (5316). 
It is interesting also to note that those professionals previously without 
degrees who have struggled to gain graduate status (A.L.A. + M.L.S.) are not 
limited to the ones working in academic libraries where the fight for academic 
status has been intense. Rather, even public librarians constitute a sizeable 
part of this group - 5 out of 13 or 3S.516. 
Five special librarians (22.7%) have no "subject" degrees at all. Yet most 
of the special libraries in' the sample serve specialists with strong scientific 
backgrounds. Many of the special libraries are in the fields of agriculture, 
forestry, medicine and science and technology. One wonders how these 
respondents cope with their responsibilities. Alternatively, how necessary 
is a subject qualification in professional practice? This is a question 
that will be examined in some detail later. Nevertheless some of the best 
qualified respondents are in special libraries. Nearly 70% of the special 
librarians have postgraduate qualifications (excluding A.L.A. + M.L.S.) and 
good subject backgrounds shown by the possession of first degrees in subject 
fields. 
The college librarians possess good academic qualifications as well. 
Eighteen (78.3%) have first degrees· in subject fields and postgraduate 
professional qualifications. 
a subject field. 
One of them even has a master's degree in 
Respondents' Subject Backgrounds: 
It is not sufficient to be just a graduate librarian. The effectiveness 
of a graduate librarian will be greatly enhanced and he derives greater job 
satisfaction himself if he has the right subject background for offering 
service to his clients. Appropriate subject background is especially 
important for service in academic and research or special libraries. This 
subject background is usually assessed by the possession of at least a first 
degree in a subject field. 
Many past studies of librarians both in Nigeria and elsewhere have decried the 
preponderance of librarians with humanities background in almost every 
situation. For instance Dorothy Obi13 found that between 1960 and 1969 the 
postgraduate students in the Department of Library Studies (formerly Institute 
of Librarianship), University of Ibadan had majored in the following subjects 
in their first degrees: Administration 1%, Arts (humanities) 66%, Education 1%, 
Law 6%, Science 12% and Social Science 14%. Thus two-thirds of most of 
the potential librarians in Nigeria during that decade had humanities 
background - the library school at Zaria which started in 196B did not graduate 
any student in that decade while only very few obtained their qualifications 
abroad. Studies of librarians in developed countries (e.g. those of Edsall,14 
Bryan,15 Parr and Filderman,16 and Kuhn and Poole17 ) have also shown the 
preponderance of graduates with humanities backgrounds in those countries. 
What then are the subject backgrounds of the present respondents? Among them 
there are 31 non-graduates and IB persons with master's degrees in librarianship 
or other subjects but without first degrees. 
librarians with first degrees. 
This leaves 218 graduate 
Table 20 shows the major subjects studied by graduate librarians with first 
degrees. The various disciplines are represented in the following order: 
Humanities 45.B?~, Library Studies 18.H~, Natural Sciences 15. 7?~, Social 
Sciences lLM~, Education 6.9?~, and other disciplines L9?~. Those with 
humanities background still predominate. The proportion of humanities 
graduates would still be higher if the education graduates who studied or 
majored in the humanities for their teaching subjects were included among 
humanities graduates. 
Subject 
Education 
Humanities 
Library Studies 
Natural Sciences 
Social Sciences 
Other 
TABLE 20 
Major First Degree Subjects 
Male Female 
No. 0' No. O' '0 ,0 
8 5.9 7 8.7 
62 45.6 37 46.3 
32 23.5 7 8.7 
18 13.2 16 20.0 
13 9.6 12 15.0 
3 2.2 1 1.3 
136 100.0 80 100.0 
by Sex 
Total 
No. 0' ,0 
15. 6.9 
99 45.8 
39 18.1 
34 15.7 
25 H.6 
4 1.9 
2161 100.0 
1. 2 respondents with first degrees did not indicate their major subjects. 
The group with (natural) science background is only slightly higher here 
than in Obi's study. In fact the proportions of natural science and social 
science graduates are reversed in the two studies. In the present study 
the impact of the B.L.S. programme first introduced at the Department of 
Library Science, Ahmadu Bello University is being felt. Library Studies 
background is represented by nearly one-fifth of the respondents. 
There is not much difference in the subject backgrounds of male and female 
respondents. However there are significantly much higher proportions of 
female respondents with natural sciences and social sciences backgrounds. 
Is this a suggestion that the key to the improvement in the imbalance between 
humanities and sciences backgrounds may lie with female recruits to the 
profession? This suggestion may not seem unreasonable for two reasons. 
First, more and more women are graduating from universities. Many more of 
them are now studying the sciences than in the past. Secondly,women are 
not as versatile or adventurous as men in choice of careers. Therefore 
while the male science graduates look forward to a wider horizon of career 
opportunities in industries, research institutes and academic institutions, 
women would generally prefer jobs like school teaching and librarianship 
that would offer them convenient opportunities to combine the demands of 
professional careers and home-making. This opportunity for such a combined 
life-style is particularly important in a semi-traditional society, like 
Nigeria, where, though it is desirable for women to be liberated and have 
equal career opportunities with men, at the same time social norms still value 
highly and very much appreciate womanliness and ability to manage a home. 
The value and desirability of jobs offering convenient working hours to 
women is increased by the fact that house-helps are no longer easy to come by, 
people are living further and further away from their work places, traffic 
jams are increasing in big towns and while life styles are changing or 
supposedly improving, scarcities of domestic utilities like gas, electricity 
and even water are quite common. 
Library Studies background is another area where there is a noticeable 
difference between men and women. While 23.5% of the men have library studies 
background only 8.7% of the women have such a background. One cannot see a 
possible explanation for 'this difference except in the location of the library 
school that has produced virtually all these graduates - the Department of 
Library Science, Ahmadu Bello University. As shown earlier, the library 
school was established on the recommendation of F.A. Sharr who was commissioned 
to study the library needs of the former Northern Region of Nigeria. Among 
other things he recommended that a library school be established at Ahmadu Bello 
University to help train personnel for the libraries of the Region. 
Subsequently this was implemented. Ever since it was established the school 
has selected most of its students from the Northern states of Nigeria. As 
shown in the previous chapter, since relativelY very few women from these 
states continue their education to university level, their representation 
in a library school meant to cater mainly for the needs of Northern states 
must be low. 
Looking at the subject backgrounds of respondents in different types of 
libraries (Table 21), one wonders whether subject specialization has much 
relevance in Nigerian libraries. For instance, contrary to one's expectation, 
public libraries have the least proportion (31.3%) of respondents with 
humanities background. The highest are found in college libraries and library 
TABLE 21 
Major First Degree Subjects by Type of Library 
Major _ University College Public & Special Library School Total 
Subject National 
; No. D' No. 0' No. 0' No. 0' No. 0' No. 0' 
" 
,0 ,0 ,0 ,0 ,0 
Education 7 6.3 1 5.3 4 B.3 2 l1.B 1 4.B 15 6.9 
Humanities 53 47.7 12 63.2 15 31.3 6 35.3 13 61.9 99 45.B 
Library 
Studies 15 13.5 2 10.5 16 33.3 3 17.6 3 14.3 39 IB.l 
Natural 
" 
Sciences 21 IB.9 3 15.B 6 12.5 2 I1.B 2 9.5 34 15.7 
0\ 
Social 
Sciences 12 10.B 1 5.3 7 14.6 3 17.6 2 9.5 25 11.6 
Other 3 2.7 1 5.9 4 1.9 
111 100.0 19 100.0 4B 100.0 17 100.0 21 100.0 216 * 100.0 
* Information lacking for-2·graduate respondents. 
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schools - 63.2~6 and 61.9% respectively. 
Public libraries also have the second highest proportion of respondents 
with social sciences background. Even a respectable proportion of public 
librarians (12.5%) have natural science backgrounds. It is gratifying to 
note that public libraries are capable of attracting the best qualified 
librarians, even those with subject backgrounds in high demand. However, 
knowing the present low status of many public library services in the country 
and the fact that public libraries have not made sufficient impact either on 
the masses, the elite or even the policy-makers in governments, one wonders 
whether such highly qualified personnel find enough job satisfaction in public 
library services to be able to continue their careers there for long. On the 
other hand, it may well be that the highly qualified individuals are attracted 
to the few strong and effective public library services that receive good 
financial support, are very well managed, offer conditions of service and 
career prospects comparable .; "th those that obtain in other types of 
libraries and so can effectively compete with such other libraries in attracting 
and retaining well-qualified staff. 
Though in absolute terms the figure is small (6), special libraries have a 
much higher proportion of humanities graduates (35.3%) than one would expect 
from research institutions that include mainly agricultural, medical and 
scientific research libraries. On the other hand, the proportion of 
natural science graduates found in them (11.8%) is very small. 
The distribution of subject backgrounds among respondents from university 
libraries is fascinating. As in the other cases, there is a very high 
proportion of humanities graduates (47.7%). When it is however realized 
that respondents from university libraries make up 51.4% of graduates who , . 
-indicated their major first degree subjects, the figures take on a different 
meaning. For instance, while those with natural science backgrounds 
represent only 15.7% of all the respondents, 61.8% of them are found in 
university libraries. Similarly 53~6 of humanities graduates and 48~6 of 
social sciences graduates are from university libraries. It is therefore 
obvious that university libraries have been making efforts not only to 
attract graduates of all disciplines but also have been attempting to create 
a balance among them as much as possible, though depending on what is actually 
available in the job market. 
'j'j 
This is not true of personnel in other types of libraries. For instance, 
college librarians represent 8. 81~ of the respondents. Among them they 
have 12% of the humanities graduates, 8.8% of the natural science graduates 
and 4% of social science graduates. This indicates that they have a fair 
share (or balance) of natural science graduates, much more than their fair 
share of humanities graduates and a smaller proportion of social science 
graduates. Similarly library school teachers, representing 9.7% of the 
respondents have 131~ of the humanities graduates (over-representation), 5.91~ 
of natural science graduates (under-representation) and 8% of social science 
graduates (just about right in terms of the overall distribution in Nigeria). 
Classes of First Degrees: It is interesting to note that many graduates 
are positively taking up librarianship as a career in Nigeria. One may still 
go further to inquire whether these graduates are among the most able coming 
out of universities, or they are average, or they are those who could not be 
selected anywhere else because of poor academic performance. This question 
of quality of degree becomes more important as the employment opportunities 
for graduates in many traditional subjects, like the humanities, the natural 
sciences and even some of the social sciences, diminish year by year. 
Consequently young graduates in these disciplines are ready to take any 
opportunity that comes their way. Therefore, in relation to other professions, 
the respectability of a profession is not just the fact that it is able to 
attract graduates in large numbers but its status in the public mind depends 
on what quality of graduates it can attract. The obvious pointer to the 
quality of a degree or a graduate is the class of the degree. 
In Table 22, while no one has a first class degree (a comment in itself), 
over 70% of those who answered the question have second class degrees. 
Another 13.11~ have third class degrees, 4.H~ have ordinary pass degrees while 
10.6% of the degrees are unclassified. This is indeed an impressive record. 
It shows that, though the majority of the librarians may major in the 
humanities, most of their degrees are of high class. Some of the most able 
graduates are choosing librarianship as a career. 
It does seem that men perform better academically than women. While 76% 
of the men passed at second class level, 65.8% of the women passed at this 
level. This conclusion may not be strongly sustained in view of the fact 
that a very much larger proportion of women than men have unclassified degrees -
.lUU 
obtained in countries like the United States which do not classify their 
degrees along the British pattern. However no respondent indicated such 
signs of distinguished performance as 'Cum Laude' which some American 
universities employ as an alternative mark of distinction or excellent academic 
performance. 
TABLE 22 
Classes of First Degree of Graduate Respondents by Sex 
Class of Degree Male Female Total 
No. " No. " No. " " " ,0 
Upper Second 15 12.0 8 11.0 23 11.6 
Lower Second 80 64.0 40 54.8 120 60.6 
Third 19 15.2 7 9.6 26 13.1 
Pass 6 4.8 2 2.7 8 4.1 
Unclassified 5 4.0 16 21.9 21 10.6 
124 100.0 73 100.0 198* 100.0 
* 20 other graduates with first degrees did not indicate the classes of their 
first degrees. 
Table 23 shows that good academic performance is fairly evenly spread 
among respondents from various types of libraries. Over 70~. of graduates 
in most types of libraries passed their first degree examinations at a 
second class level. The only exception are respondents from public 
libraries, 60% of whom passed at second class level. As one expects, 
library schools have the highest proportion of upper second class graduates 
(31.6%). On the other hand respondents from the other academic institutions, 
university and college libraries, performed below expectation with 7.8% and 
none respectively in upper second class. Even 13.3% of public librarians 
passed at upper second class level. 
Universities or Countries of First Oegrees: Most of the respondents (78.1%) 
obtained their first degrees from Nigerian universities - Table 24. The 
TABLE 23 
.Class of First Degree by Type of Library 
Class of University College Public & Special Library School Total 
Degree National 
No. 0' No. D' No. 0' No. D' No. 0' No. D' 
" " 
,0 ,0 ,0 ,0 
Upper 
Second 8 7.8 6 13.3 3 20.0 6 31.6 23 11.6 
Lower 
Second 69 67.6 13 76.5 21 46.7 B 53.3 9 47.4 120 60.6 
Third 11 10.8 3 17.6 9 20.0 2 13.3 1 5.3 26 13.1 
-! 
::J Pass 2 2.0 1 5.9 3 6.7 1 6.7 1 5.3 8 4.0 -! 
Unclassified 12 11.8 6 13.3 1 6.7 2 10.5 21 10.6 
102 100.0 17 100.0 45 100.0 15 100.0 19 100.0 198 100.0 
oldest university, the University of Ibadan, awarded most of the degrees 
CH. 810) • This is followed by Ahmadu Bello University (2210), and University 
of Nigeria third (10.3%). Universities of Ife and Lagos are responsible 
for 8.91. and 5.11. of the graduates respectively. 
TABLE 24 
Universities/Places of First Degree Programmes by Sex 
University or Place Male Female Total 
No. IV No. 0' No. 0' ,. 
'" 
,.
Ahmadu Bello 42 31.1 5 6.3 47 22.0 
Ibadan 36 26.7 32 40.5 68 31.8 
Ife 15 11.1 4 5.1 19 8.9 
Lagos 6 4.4 5 6.3 11 5.1 
Univ. of Nigeria 16 11.9 6 7.6 22 10.3 
West Africa 4 3.0 1 1.2 5 2.3 
United Kingdom 6 4.4 7 8.9 13 6.1 
United States 5 3.7 13 16.5 18 8.4 
Other 5 3.7 6 7.6 11 5.1 
135 100.0 79 100.0 214* 100.0 
* 4 respondents did not show where they obtained their first degrees. 
The above figures seem to suggest that the location of a library school in 
a university is a very influential factor in attracting undergraduates to 
librarianship. The existence of library schools on their campuses is the 
common denomination between Ibadan and Ahmadu Bello. Ife and Lagos are as 
old as Ahmadu Bello, but few respondents graduated from them. The other 
Nigerian universities are yet too young for their graduates to make any 
impact on the employment market - some of them have not even graduated their 
first batch of students. 
Respondents graduating from foreign universities account for 21.9% of the 
graduates with first degrees. The United States and the United Kingdom are 
the leading countries where such graduates studied (8.41. and 6.1% respectively). 
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Surprisingly very few respondents studied in other West African countries 
(2.31.). The other countries where first degrees were obtained include 
India, Pakistan, Russia and the West Indies. 
A much higher proportion of women than men studied outside Nigeria (34.21. 
and 14.8% respectively). This can be accounted for by two reasons. First 
is the fact that there are more expatriate women than men as shown earlier. 
The second reason is that since it was shown earlier that a higher proportion 
of Nigerian women than men came from wealthy families, so also a higher 
proportion of the women than the men were more. likely to have been sent 
overseas by their parents for their studies. 
The pattern of attendance 
also slightly different. 
at Nigerian universities between men and women is 
While a very high proportion of women (40.51.) 
graduated from Ibadan only 26.7% of the men graduated from the same 
university. On the other hand, the highest proportion of men (31.11.) 
graduated from Ahmadu Bello, which is responsible for only 6.3% of the 
women. Ife and the University of Nigeria which account also for sizeable 
proportions of men (11.1% and 11.9% respectively) failed to appeal so highly 
to women. 
From Table 25 one sees that library schools seem to draw their staff from 
various universities in the country and from various countries too. At the 
other extreme, over half of the college librarians(55.6%) graduated from 
one university, Ibadan, and, except for two graduates of other West African 
countries, virtually no college librarian obtained a first degree outside 
the country. The patterns in the other types of libraries vary between 
these two extremes. 
Respondents from university libraries (Ill) constitute about half of the 
respondents with first degrees who showed where they obtained their degrees. 
It therefore seems a fair distribution to find that about or somewhat over 
half of the graduates from each university or place (country) are employed 
in university 
University of 
libraries. The only exception are graduates from the 
Nigeria of whom only one-third are employed in university 
libraries but have fair proportions of representatives in all types of 
libraries. 
TABLE 25 
Universities/Places of First Degree Programmes by Type of Library 
University or Place University College Public & Special Library School Total 
of Degree Library Library National Library 
No. 
.' No. D' No. 
D' No. ., No. ., No. D' 
" " " 
,. ,. ,. 
Ahmadu Bello 22 19.8 2 11.1 17 36.2 2 11.8 4 19.0 47 22.0 
Ibadan 38 34.2 10 55.6 10 21.3 6 35.3 4 19.0 68 31.8 
He 11 9.9 5 10.6 2 11.8 1 4.8 19 8.9 
Lagos 8 7.2 2 11.8 1 4.8 11 5.1 
<:t Univ. of Nigeria 7 6.3 4 22.2 7 14.9 2 11.8 2 9.5 22 10.3 
0 
.... West Africa 3 2.7 2 11.1 5 2.3 
United Kingdom 7 6.3 1 2.1 1 5.9 4 19.0 13 6.1 
United States 12 10.8 4 8.5 1 5.9 1 4.8 18 8.4 
Other 3 2.7 3 6.4 1 5.9 4 19.0 11 5.1 
III 100.0 18 100.0 47 100.0 17 100.0 21 100.0 214* 100.0 
* Information lacking for 4 graduate librarians 
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Age at First Degree: The age at which the respondents graduated from the 
university ranged from 21 to over 40 (Table 26). About 8m~ of the 
respondents had gained their first degrees by the time they reached the 
age of 30. The highest number (87 or 41%) graduated between 21 and 25, 
and they are closely 
26 and 30 (38.7%). 
followed by those who graduated between the ages of 
Though no documentary evidence of this is easily 
available, 
degrees at 
one would say that most graduate respondents gained their first 
the normal age for most Nigerian graduates - i.e. between 21 and 
30 or more accurately between 23 and 28. 
TABLE 26 
Respondents' Age at First Degree by Sex 
Age at First Degree Male Female Total 
No. 0' No. 0' No. 0' ,0 ,0 ,0 
21-25 35 25.9 52 67.5 B7 41.0 
26-30 61 45.2 21 27.3 82 38.7 
31-35 29 21.5 3 3.9 32 15.1 
36-40 6 4.4 1 1.3 7 3.3 
Over 40 4 3.0 4 1.9 
135 100.0 77 100.0 212* 100.0 
* Information lacking for 6 graduates 
Women tend to be younger than men at the time they. graduate. Thus 67.5% 
of the women had graduated by the age of 25 in contrast to 25.9% of the men. 
Then from the age range of 26 to 30 upwards there is a much higher 
percentage of men than women in each range. 
Respondents in library schools have the highest percentage of those who 
graduated at an early age (up to the age of 25) as can be seen from Table 27. 
By 30 all the library school teachers had gained their first degrees. On 
the other hand, university librarians have the highest percentage of those 
who graduated after the age of 35 and the second least percentage of those 
graduating before the age of 26, after public librarians. 
TABLE 27 
Age-at First Degree by Type of Library 
Age University College Public & Special library School Total 
National 
No. 0' No. 0' No. 0' No. 0' No. 
.' No. 0' ,0 ,0 ,0 ,0 " ,0 
21-25 41 37.3 8 44.4 16 34.0 7 43.7 15 71.4 87 41.0 
26-30 50 45.5 4 22.2 IB 38.3 4 25.0 6 28.6 B2 3B.7 
31-35 11 10.0 5 27.8 12 25.5 4 25.0 32 15.1 
36-40 5 4.5 1 5.6 1 6.2 7 3.3 
-0 Over 40 3 2.7 1 2.1 4 1.9 :::> 
.... 
110 100.0 18 100.0 47 100.0 16 100.0 21 100.0 212 * 100.0 
* Information lacking for 6 graduate librarians 
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Time Between First Degree and Library School: 
For one reason or another many graduate librarians do not proceed immediately 
to the library school after obtaining their first degrees. This is also 
true of the subjects of the present study as Table 2B illustrates. 
TABLE 28 
Time Between First Degree and library School by Sex 
Years Male Female Total 
No. O' No. 0' No. 0' ,. ,. ,.
None 21 22.3 19 26.4 40 24.1 
1-2 60 63.8 33 45.8 93 56.0 
3-5 11 11.7 11 15.3 22 13.3 
6-10 1 1.1 7 9.7 8 4.8 
11-14 1 1.1 2 2.8 3 1.8 
94 100.0 72 100.0 166* 100.0 
* This figure excludes 40 B.L.S. graduates, 8 respondents who had the 
A.L.A. before their first degrees, 3 graduates without professional 
qualifications, and 1 graduate librarian with a first degree who 
provided no answer. 
Of the 167 respondents who obtained their professional qualifications after 
their first degrees one supplied no information about the time lapse between 
the first degree and the library school. For 40 respondents (24.1%) there 
was no time lapse at all. In other words they proceeded to the library 
school for their first professional qualification in the session immediately 
following the one in which they obtained their first degrees. Over half of 
the respondents (56%) proceeded to the library school within two years after 
graduation. 
On the whole, the time lapse between graduation and entry into the library 
school varied from less than one year to 14 years. A great majority (80.HO 
went to the library school within the first two years after graduation. 
I, 
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A greater percentage of men (86.1%) than women (72.2%) proceeded to the 
library school within this period. Though there is no difference in total 
time range between men and women, a much higher proportion of women (12.5%) 
than men (2.2%) spent over five years after graduation before proceeding to 
the library school. 
The highest proportion of those who spent no time between graduation and 
proceeding to the library school is found among university librarians, while 
the majority of library school teachers spent between a year and five years 
between the two. (Table 29) At the same time those who spent the longer 
time (over 10 years) are found in university libraries and library schools. 
By the end of the first two years after graduation virtually every college 
and special librarian had been admitted into the library school. 
Institutions/Places of First Professional Qualifications: 
While 78.1% of the graduates with first degrees graduated from Nigerian 
universities, only 59.7% of the respondents with professional qualifications 
gained these qualifications in Nigeria (Table 30). This is of course 
because there are only two library schools in Nigeria that have been awarding 
The other library schools are still to produce professional certificates. 
their first set of qualified professionals. 
By 1974 Obi18 reckoned that nearly 70% of the librarians working in Nigeria 
were trained at Ibadan, the oldest library school. Therefore as at 1978, 
though 43.7% of the respondents obtained their first professional qualifications 
at Ibadan, this is not as high as expected. In view of the relatively younger 
age of the Ahmadu Bello library school and the comments that have been made 
with regard to the B.L.S. programme, in Ibadan and elsewhere, the fact that it 
is represented here by 16% of the respondents is quite satisfactory, and 
beyond expectation. 
The long-standing British influence on Nigerian librarianship and library 
education is adequately shown. Nearly one quarter (24%) obtained their 
first professional qualifications from the United Kingdom. 
The American influence is quite intriguing. American interest in West 
African'library services dates back to the 1950s when the Carnegie Corporation 
C7\ 
Cl 
..... 
TABLE 29 
. lime Between First Degree and library School by Type of library 
Years University College Public & Special Library School Total 
National 
No. M No. 0' No. 0' No. 0' No. .' No. '" 
" 
,0 ,0 ,0 ,0 ,0 
None 24 27.3 4 23.5 6 20.0 3 23.1 3 16.6 40 24.1 
1 - 2 45 51.1 11 . 64.7 18 60.0 9 69.2 10 55.6 93 56.0 
3 - 5 11 12.5 2 11.8 6 20.0 1 7.7 2 11.1 22 13.3 
6 - 10 6 6.8 2 11.1 8 4.8 
11 - 14 2 2.3 1 5.6 3 1.8 
8B 100.0 17 100.0 30 100.0 13 100.0 18 100.0 166* 100.0 
* Excludes 40 BLS graduates, 8 respondents who. had the A.L.A. before 1st degree, 3 graduates without professional 
qualification and 1 respondent who provided no answer 
0 
...... 
...... 
Institution or Country 
Ahmadu Bello 
Ibadan 
Ghana 
United Kingdom 
United States 
Other 
TABLE 30 
Institutions/Places of First Professional Qualifications by Sex 
Male 
No. 
37 
72 
8 
48 
6 
4 
175 
0' 
,0 
21.2 
41.1 
4.6 
27.4 
3.4 
2.3 
100.0 
Female 
No. 
5 
43 
1 
15 
20 
4 
88 
0' 
,0 
5.7 
48.9 
1.1 
17.1 
22.7 
4.5 
100.0 
* Information lacking for 1 subject (There are 3 graduates without professional qualification). 
No. 
42 
115 
9 
63 
26 
8 
263* 
Total 
0' 
,0 
16.0 
43.7 
3.4 
24.0 
9.9 
3.0 
100.0 
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of New York commissioned Harold Lancour to survey the state of libraries 
in British West Africa. 19 Among other things, Lancour recommended the 
establishment of a library school in Ibadan. Subsequently the Ibadan library 
school started in 1960 with funds provided by Carnegie Corporation. 
The above interest in librarianship and library education has hardly 
extended to sponsoring or training of Nigerian librarians in American 
library schools as in the case of British interest. It was therefore not 
until relatively very recent times that Nigerian youths on their own initiative 
and resources started going to American universities for their professional 
qualifications. It is consequently not surprising that only 9.9% of the 
respondents gained their professional qualifications from the United States. 
The interest in going to American library schools for professional education 
came at a time when the American system of library education was also having 
a great influence on the systems in other parts of the world. People not 
only in developing countries but even in developed countries like Britain 
started thinking of making librarianship a completely graduate profession. 
Higher degree programmes in librarianship were being introduced in library 
schools in many different countries. Therefore, though Nigerians started 
going to the United States for professional education very recently, the 
American influence on the Nigerian library education system seems as strong 
as the longer-standing British influence. 
Many more men than women stopped their formal education at the secondary 
school level. They took up jobs in libraries and through postal tuition 
and part-time studies were able to qualify for admission to library schools 
in the U.K. to complete their studies for the A.L.A. certificate. This 
accounts for the higher proportion of men (27.4%) than women (17.1%) who 
got their certificates from Britain. 
On the other hand, many women come from relatively wealthy families. They 
had the benefit of continuing their education without interruption up to the 
university level. Many are married to university lecturers who are able 
to take them abroad when they are on sabbatical leave. There the women 
themselves, if they are already graduates, are able to complete their M.L.S. 
programme which usually takes only one year. Hence, 22.7% of the female 
respondents qualified in the United States in contrast to 3.4% of the men. 
Surprisingly the only library school in English-speaking West Africa outside 
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Nigeria, the Ghana library school, does not seem to attract many Nigerians. 
Only nine respondents (3.4%) were trained there. Perhaps this is a question 
of former colonial countries looking up to their former masters for aid, 
rather than engaging in mutual co-operation. There is also the strong· 
feeling that if one has to go abroad to study, it is better to go to the 
advanced western countries to catch up with latest developments rather tban to 
another developing country, no matter how close the latter is and how 
much cheaper it is to study there. 
Librarians trained in various institutions and countries are represented in 
all types of libraries (Table 31). About half the respondents from Ahmadu 
Bello, Ibadan and the United States are employed in university libraries. 
About 40% of those trained in the United Kingdom are employed in university 
libraries and another 4m~ in public libraries and the National Library. 
Respondents from public libraries have the highest proportion (33.8%) of 
members who were trained in the U.K.· - presumably. those with A.L.A. On the 
other hand, the majority of college librarians (65.2%) and half of the special 
librarians were trained in Ibadan. 
Age at Professional Qualification: 
Table 32 shows that the ages at which respondents gained their first 
professional qualifications ranged from 21 to over 40. An overwhelming 
majority (74.5%) got their qualifications between the ages of 26 and 35. 
The largest single group are those who qualified between the age of 26 and 
30 (48.9%). It looks therefore as if most of the respondents joined the 
profession relatively late in life. By the age of 25 one might expect most 
young men and women to have decided and embarked on their careers. Only 
17.9% of the respondents had, however, gained their professional qualifications 
by the age of 25.. This would tend to support the view that many librarians 
chose the profession as their career late in life. Even 20 individuals 
(7.610 qualified after the age of 35 when most other people would have been 
comfortably settled in their careers or professions.· The apparent late 
entry into the profession may be accounted for by the fact that most 
respondents are graduates. 
degrees between the ages of 
Since normally most Nigerians 
23 and 28 it would take them a 
gain their professional qualifications. 
gain their first 
little longer to 
TABLE 31 
Institutions/Places of First Professional Qualifications by Type of Library 
Institution or Country University College Public & Special Library School Total 
National 
No. 0' No. 0' No. 0' No. 0' No. 0' No. 0' ,n ,0 ,0 ,0 ,0 
" 
Ahmadu Bello 19 15.4 2 8.7 16 21.6 2 9.1 3 14.3 42 16.0 
Ibadan 61 49.6 15 65.2 23 31.1 11 50.0 5 23.8 115 43.7 
Ghana 3 2.4 1 4.3 3 4.1 1 4.5 1 4.8 9 3.4 
United Kingdom 25 20.'3 3 13.0 25 33.8 6 27.3 4 19.0 63 24.0 
1"1 United States 14 ·11.4 2 8.7 4 5.4 1 4.5 5 23.8 26 9.9 ...... 
...... 
Other 1 0.8 3 4.1 1 4.5 3 14.3 8 3.0 
123 100.0 23 100.0 74 100.0 22 100.0 21 100.0 263* 100.0 
* Information lacking for 1 respondent. (There are 3 graduates without professional qualification). 
Age 
No. 
21-25 26 
26-30 82 
31-35 52 
36-40 12 
Over 40 3 
<j" 
.... 
.... 
175 
* Information lacking for 2 subjects 
TABLE 32 
Age at Professional Qualification by Sex 
Male 
" 
" 
14.9 
46.9 
29.7 
6.8 
1.7 
100.0 
No. 
21 
46 
15 
5 
87 
Female 
" 
" 
24.2 
52.9 
17.2 
5.7 
100.0 
No. 
47 
128 
67 
17 
3 
262* 
Total 
" 
" 
17.9 
48.9 
25.6 
6.5 
1.1 
100.0 
lU 
Generally female respondents tended to qualify at an earlier age than 
their male counterparts, probably due to the generally better family 
backgrounds of the women. Thus 24.2% of the women were qualified by the 
age of 25 in contrast to 14.9% of the men. Between the ages of 26 and 
30, 52.9% of the women and 46.9% of the men qualified. On the other hand 
38.2% of the men and only 22.9% of the women qualified after the age of 30. 
No woman at all gained her qualification after the age of 40 whereas 3 men 
did. library school teachers have the highest proportion of those who 
obtained their professional qualifications before the age of 31 - 81%. 
(Table 33). 
Higher Degrees: Besides those who have the professional master's degrees 
(M.l.S.), 19 other respondents (7.1%) have master's degrees in various 
subject fields. These consist of 12 men and 7 women. The majority of 
them (10) are working in university libraries. Others are from library 
schools (6), public libraries (2) and college libraries (1). The subjects 
studied are Education (7), History (4), English, French, Geology, 
Geophysics, German, Mathematics, Political Science and Religious Studies. 
Among the respondents are also 8 individuals with the doctorate degree (Ph.D.). 
These are 6 men and 2 women who are working in university libraries (4), 
library schools (2), public and special libraries. Most of the degrees (6) 
were earned in the United States while the other two were earned from Ibadan. 
Six of the Ph.D.s are in library Studies, the others in Education and History. 
TABLE 33 
Age at Professional Qualification by Type of Library 
Age University College Public & Special Library School Total 
National 
No. 
.' No. 
., No. 
.' No. .' No. O' No. .' ,. " " " " " 
21 - 25 20 16.4 3 13.0 14 1B.9 4 1B.2 6 2B.6 47 17.9 
26 - 30 63 51.6 12 52.2 30 40.5 12 54.5 11 52.4 12B 48.9 
31 - 35 29 23.B 7 30.4 24 32.4 4 1B.2 3 14.3 67 25.6 
36 - 40 9 7.4 1 4.3 5 6.B 1 4.5 1 4.B 17 6.5 
l 
• Over 40 1 O.B 1 1.4 1 4.5 3 1.1 
-i 
122 100.0 23 100.0 74 100.0 22 100.0 21 100.0 262* 100.0 
* Information lacking for 2 respondents 
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CHAPTER 6 
CHOICE OF LI8RARIANSHIP AS A CAREER 
There are as of today about 400 qualified librarians, with 
about 100 existing vacancies in established posts in few 
institutions. There are in addition to'this several 
institutions which need to establish posts but which have 
not done so. A survey reveals that the present need is 
not less than 600. In five years [1981] this will rise 
to about 1,500. Something must be done to meet this 
foreseen need.l 
As may be seen from the text, the above estimate of professional manpower 
requirements of Nigerian libraries was made in 1976 by the Director of the 
National library of Nigeria after a careful study of the situation. A 
more recent estimate of the need for librarians in Nigeria is contained in 
the recently launched fourth national development plan for the period 
1981 - 1985. It estimates that 900 additional librarians have to be 
produced during the plan period to meet foreseen demand. 2 
It is ironic that at a time when there is such a growing demand for trained 
librarians and a great challenge for the Nigerian library schools to expand 
their intake to meet the need, it is becoming extremely difficult to attract 
fresh recruits. The difficulty is illustrated in the admission problem of 
the Department of Library Studies, University of Ibadan. During the 1975/76 
session 71 applicants were offered admission to the postgraduate professional 
course. Only 19 eventually were admitted. In the 1976/77 session, out of 
56 admitted candidates only 22 registered for the course. The following 
session 27 out of over 80 successful candidates subsequently underwent the 
course. 
To tackle this enormous problem of meeting the manpower requirements of the 
country and the profession certain basic questions have to be answered. 
Who are the librarians? What are their common characteristics? Why have 
they chosen this profession? When do they make their, career decisions? 
Are there factors that influence the choice of librarianship as a career? These 
and other questions have to be answered if a solution is to be found to the 
manpower problem. 
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This project is geared mainly towards answering some of the questions. 
Previous chapters have tried to deal with the question of the characteristics, 
education and training of the respondents. This chapter examines how the 
respondents came to choose librarianship as their career. Such knowledge 
could lead to the formulation of a strategy for attracting more people to the 
profession. 
Occupational Choice Theories: 
As R.K. and Helen Kelsall' point out, career choice is a complicated process 
and no one has been able to make a completely satisfactory analysis of this 
process. Occupational choice occurs in a series of stages beginning from 
people's conception when their genetically determined characteristics are 
. fixed to the time when they actually settle down in particular jobs. During 
this long time span the individual's experiences often predispose him/her 
towards choosing some types of occupations and rejecting others. While he/she 
acquires and develops traits of many different kinds (interests, values, beliefs, 
attitudes, abilities, knowledge, etc.) his/her complex social environment 
at every stage operates in such a way as to open up some future career 
possibilities and cut off others. This constant interaction between the 
individual and his environment makes it extremely difficult to separate the 
influence of nature from that of nurture. Nor is it easy to separate the 
relative importance of interests and abilities in career choice. 
Roy Lee4 provides a detailed review of the studies and theories through which 
people have tried to understand the process of arriving at occupational choice. 
Empirical research in the field has not been generally theory-oriented. The 
explanations of occupational choice can be classified into two groups. There 
are those that consider only a few variables (non-comprehensive explanations) 
and others that present a more comprehensive analysis. 
The Non-Comprehensive Explanations: 
Among the non-comprehensive explanations is that of Caplow.5 Briefly, he 
believes that inheritance, the educational system, error and accident are the 
determinants of occupational choice. In a study of high school students Carp6 
found that they used their fathers and grandfathers as primary models for 
vocational choice. Bonjean and others7 found that various groups of workers 
(manual workers, middle-class persons, etc.) may use the positions of their 
fathers, brothers, and/or peers as references for their choice. Similarly, 
Aberle and Naegele8 have shown the strong influence of a father's occupational 
role on the career aspirations of his children, how, through socialization, 
"the skills, traits, and value attitudes associated with the performance of 
present or anticipated roles" are inculcated in the young. 
Other sociologists emphasize the effect of the socio-economic environment on 
occupational choice. For instance, Hollingshead who studied the social 
behaviour of the youths of a Middle Western Corn Belt community in the United 
States concluded that "the jobs-the adolescents have and their ideas about 
desirable jobs reflect significantly their family's position in the class 
structure. ••• In short, they are either being forced to accept, or they 
are willing to accept, the vocational patterns the class system holds out to 
them. ,,9 
Some researcherslO , 11 have shown the influence of the place of upbringing on 
the choice of occupation. Urban working-class youths are more likely than 
their rural counterparts to be familiar with the wide range of occupational 
opportunities open to them and aspire to these. On the other hand, Lipset 
and Bendix12 have proved that with working-class youth occupational goals are 
related to the occupational structure of the community. 
HaIler and Butterworth13 tested the hypothesis that interaction with peers 
influence levels of occupational and educational aspirations. They found some 
degree of support for peers' influence on occupational aspirations but little 
or no support for the other aspect. 
Anne Roel4 has also provided another review of the literature on occupational 
choice. This shows the variety of the determinants of occupational choice 
that have been studied. These include race and/or minority group position,15,16 
17 18 . 19 20 21 . 22 . 
values, ' personallty, ' , mass medla, famlly background, interests, 
religion, adjustment, etc. 
The Comprehensive Theories: Here the term "theory" is used loosely for an 
explanation that tries to find an interrelationship between all determinants 
of occupational choice - in contrast to previous studies that concentrated on 
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one determinant at a time. The finest of these is that of Bordin23 who 
tried to develop a theory of vocational interests. When an individual 
expresses his vocational interests (vocational goals and aspirations), he 
is presenting himself in terms of occupational stereotypes. Since the 
interests are derived from his personality, they also change with his personality 
or when there is a change in his knowledge of the occupational stereotype. 
Thus in this theory much emphasis is placed on the development of a "self-
concept". 
Carter24 views occupational choice in terms of an adjustment which every 
individual makes to resolve the conflict between his personality and 
environmental or external forces. An individual's environment, his capacities, 
needs and motives limit the opportunities open to him. As the individual 
identifies with a group he develops certain vocational interests. He follows 
these interests if there are no obstacles in his way - discrepancies between 
the requirements and his tools. If there are discrepancies or obstacles 
however, he changes course towards a different occupation. 
For Super25 adolescence, which he regards as the emergence of a self-concept, 
is a crucial stage of vocational choice. During this stage the individual 
makes his choice through a synthesizing process, not compromise. Two sets 
of factors are synthesized by the individual. On the one hand are his 
personal needs and resources (needs, values, interests and aptitudes) and on 
the other, the economic and social demands and resources of his culture 
(opportunities, experiences, and demands of home and community). 
Super suggests that because of differences in abilities, interests and 
personalities of people, each person is qualified for a limited number of 
occupations. Each occupation, on the other hand, requires a special type 
of personality, but tolerances are wide enough to permit acceptance of many 
different types of personality. He notes also that choice and adjustment 
is a continuous process. 
Miller and Form26 believe that occupational choice is made through 
socialization. This socialization process begins in the home and continues 
in school where the child learns to stay on the job; obey authority, develop 
character and get along with others. He is also encouraged to develop 
initiative and rise socially. 
preparatory period, the initial 
and the retirement period. 
The choice process has five aspects - the 
period, the trial period, the stable period 
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Ginzberg and his colleagues27 adopted a genetic approach. Occupational 
choice was seen as a developmental process in which each subsequent stage 
is dependent on previous ones. Choice is-influenced by both the standards 
of the community (environment) and the impulses within the individual 
(personality). There are three major stages or periods of choice spanning 
over a period of 15 years. These are the fantasy period (age 6 - 11), 
tentative choice (11 - 19) and then realistic choice (early adulthood). 
Musgrave2B presents a sociological theory of occupational choice. 
concept of socialization and distinguishes between three levels of 
He uses the 
socialization. "Primary socialization relates to the basic structure of the 
personality; secondary socialization would cover such roles as profit seeking 
and career pursuance. • • • Tertiary socialization refers to roles played 
in only one setting such as the adaptation necessary when a new job is 
assumed. ,,29 These levels of socialization are then related to four stages 
of occupational choice - pre-work socialization, entry to the labour force, 
socialization into the labour force, and job changes. 
The most comprehensive of the theories is that of Blau and his colleagues.30 
They take into account many of the relevant variables from psychological 
determinants to socio-economic factors like the "wage structure and other 
economic facts that channel the flow of the lab or force into different 
occupations" and the social structure of the society and its effects on 
vocational choice. The social structure~ for instance, influences the 
formation of individual personality and establishes the socio-economic 
environment in which choice is made. 
Occupational choice involves both a process of selection and a process of 
choice so people end up in different occupations. At the same time many 
individuals just drift into occupations mainly because they do not have 
sufficient information about available alternatives. 
A schema of the process of occupational choice and selection presented by 
Blau and his colleagues has four levels. Three factors operate at the 
first level - individual biological conditions, socio-economic conditions 
(demographic characteristics, type of economy and technology), and physical 
conditions (resources, topography and climate). 
At the second level there is personality development. This embraces variables 
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such as education, socialization, wealth and family influences. There is 
also historical change such as social mobility and shifts in industrial 
composition. 
At the next level are socio-physical factors (knowledge, ability, educational 
attainment, aspirations, etc.) and the socio-economic organization (the 
occupational structure, rate of labour turnover, economic outlook and 
relationship between the various power centres - government, unions, business 
organizations etc. The final stage or level is when the individual becomes 
involved with the immediate determinants of choice - occupational information, 
qualifications, remunerations, etc. Both the individual and the system 
participate actively at this final stage of choice -
The individual presents himself after making a final 
choice based on expectancy of returns and the congruence 
of his abilities and job requirements. When he presents 
himself, the employment officer or agency actually makes 
the decision as to whether he is acceptable or not. 31 
In the view of Blau and his team occupational choice is a series of interrelated 
decisions, not a single choice. 
Studies of Occupational Choice in Librarianship: 
The above review shows that occupational choice is a very complex process. 
Though numerous studies have been conducted to understand the process there 
is no universally-acceptable and comprehensive explanation put forward yet. 
All the same people do not fold their hands and wait until a perfect theory 
is found. Any analysis of the phenomenon, however incomplete, throws some 
light towards an understanding. At least such analyses do have some 
practical value in personnel recruitment,motivation and development. 
Even in librarianship some previous efforts have been made to understand why 
people choose the profession. Though some of these efforts have been reviewed 
in the second chapter of this work, it is appropriate here to look at those 
most relevant to the present study in some detail as a contrast or background 
to the assessment of the results being discussed. 
In 194B Skipper32 tried to find out how 47 students of the Department of 
Library Science, University of Michigan chose the library profession.· One 
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quarter chose the profession during high school, and about one quarter while 
in the college. The main reasons given for choosing librarianship were the 
opportunity which the profession offered to satisfy or supplement another 
major interest; availability of positions and good chances for advancement; 
an interest in books, reading, and the advantages attached to an intellectual 
atmosphere; the opportunity to work with people. More than half the students 
had worked in their College libraries and about half of these had received 
active encouragement from the library staff to consider the profession. 
Alice I. Bryan33 .. in her survey of personnel for the Public library Inquiry in 
the U.S. included 1,837 professional librarians. One-third of these had 
chosen to be librarians before they finished high school while 53% had taken 
this decision by the time they graduated from college. A good number of the 
respondents 
teaching. 
had had some training or experience in another field, mostly 
Many preferred librarianship to other careers to which they had 
also given serious consideration because the work in other fields was "too 
uninteresting or too uninspiring." Next to this group were those who felt 
inadequate or insecure in their other preferred fields. The chief reasons 
for choosing librarianship were a liking for libraries, books or library work; 
a desire to be of help to people; and a hope for further personal intellectual 
growth. Parents and relatives were the persons who had exerted the most 
influence on the vocational decisions of these librarians. 
In 1952 the Committee on Recruiting and Personnel of the Association of 
American Library Schools obtained data from 1,246 students in 36 accredited 
library schools.34 Forty-nine per cent of the students had settled for 
librarianship as their career by the time they completed college. Well over hall 
of the respondents had been employed in a library before deciding to become 
librarians. Major reasons given for their choice were classified as follows: 
(a) "liking for books, literature, or reading" (44~.); 
(b) "Liking for people" (28~.); 
(c) "Liking for libraries, for library environment, or for library work in 
general" Cl 7~0) ; 
(d) "Opportunity which librarianship affords for service to people" Cl5~.); 
(e) "Previous experience in a library" (15~.); 
(fl "Employment opportunities" (13~.); 
(g) "Personal qualifications" (ll~.); and 
(h) "Intellectual stimulation" (1010) 
The students were also asked the means by which library work as a career was 
first brought to their attention. The suggestion came more often from 
librarians (38%), from library experience (19%), or from use or observation 
of libraries (10%) than from any other source. 
Reagan35 in her study of the factors which influenced college students to 
become librarians received replies to her questionnaire from 700 respondents 
in 51 institutions of higher education whose students became librarians in 
relatively large numbers. Five factors were chiefly responsible for 
influencing these students in their choice of the profession. These were 
individuals (especially librarians and library school teachers), publicity, 
use of libraries, library work experience, and library education (especially 
undergraduate library science courses and contacts with graduate library 
schools). 
Waldrop36 chose to study the 66 University of Alabama students registered for 
library science in the 1959/60 session to determine factors 
students to choose librarianship as a major field of study. 
influencing 
For the 
undergraduate students the chief reasons were job security, demand for 
librarians and influence of a familiar librarian. Other reasons given were 
prestige of the position, current popularity of the field and mother's 
influence. For postgraduate students, on the other hand, demand for 
librarians, a familiar librarian and popularity of the profession were given 
as major reasons for their choice. 
Morrison37 in his major study of the career of the academic librarian 
showed that while over half of his subjects first considered librarianship as 
. a career either before or during college, 60% of them finally made up their 
minds only after graduation. Typically the men considered librarianship as 
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a career and made up their mind on it later than the women, just as Douglass 
and Bryan39 found in their own studies. Men also obtained their first full-time 
positions in libraries normally at a later age than women. Morrison found 
that, with both men and women, early consideration of librarianship as a career, 
early final decision (or commitment to library work) and early age at entry 
into a full-time library position are each positively correlated to future 
attainment of high status (top executive position) in the profession. 
Various forms of experience or contacts with libraries influenced the 
respondents to choose the profession. Chief among these are work in a library a: 
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a student assistant or a clerk and use of a library. Librarians were the 
most influential individuals on the respondents' choice. Among the most 
influential reasons for choosing librarianship were liking for activities 
and atmosphere of the library and opportunity for service to people; economic 
motivation, status of the profession and working conditions; refugee from 
other occupation and use of previous training or experience; liking for 
books; and liking for people. About 25% of the respondents came to 
librarianship by chance. 
The last study deserving examination here is that of McCreedy.40 Her study 
was limited to those who chose school librarianship. She had 2,154 
respondents. For many respondents school librarianship was a second career 
after trying in another profession, especially teaching. About 15% had 
tried three or more careers before librarianship. The major factors 
contributing to their choice of school librarianship included enjoyment of 
books, liking for young people, or liking for people generally, and a desire 
for intellectually stimulating work, library work experience in school 
libraries and acquaintance with good school libraries were other influential 
factors. 
The above studies are quite elaborate and exhaustive. . They seem to suggest 
that some common factors like liking for people, liking for books, library 
work experience, librarians, etc. are the major factors that attract people 
to librarianship. However all the studies have dealt with the choice of 
librarianship only in developed countries. It might be that people in 
developing countries choose librarianship as a career for reasons quite 
different from those of people in developed countries, or completely different 
factors might influence their decisions. For instance, would libraries and 
librarians have as much influence in a society where few of these exist at 
the moment? There is sufficient evidence4l , 42 to suggest that a librarian 
in a predominantly non-literate society has to play a slightly different role 
from one operating in a literate society. 
issues. 
Previous Work Experience: 
This study examines some of these 
As in previous studies, most of the respondents in this study came to 
librarianship from another occupation or employment. Of the 266 librarians 
l.£1 
(excluding the Education Officer on secondment) 190 (71.4%) had previous 
working experience outside the field of librarianship. Table 34 shows 
that an overwhelming majority of them (159 or 83.7%) were teachers previously. 
A slightly higher percentage of the women than men (89.6% and 81.7% respectively) 
had been in this profession. 
TABLE 34 
Previous Employment by Sex 
Previous Employment Male Female Total 
No. 0' No. 0' No. 0' 
" 
'0 ,0 
Teaching 116 81.7 43 89.6 159 83.7 
Clerical Service 18 12.7 2 4.2 20 10.5 
Administration 1 0.7 2 4.2 3 1.6 
Information Service 2 1.4 2 1.1 
Other 5 3.5 1 2.1 6 3.1 
142 100.0 48 100.0 190 100.0 
Another occupation or employment tried by a sizeable proportion of the 
respondents (though far lower than those who were teachers) is clerical 
service. Twenty individuals (10.5%) were clerks in various establishments 
before changing over to librarianship. Three individuals were administrative 
officers and two men information officers. The other types of employment, 
like physiotherapy and bookse11ing, were each mentioned by one individual· 
only. 
A higher percentage of the men (79.8~6) than the women (54.5~6) had some work 
experience outside the field of librarianship. As noted earlier, women's 
outside work experience was concentrated slightly more on teaching than that 
of men who had a slightly wider spread (though this was not significant), 
i.e. higher percentages in other occupations. 
In the study of the career patterns and occupational image of British 
librarians and information officers, Margaret Slater43 found some variations 
.1" " 
in the pattern of outside work experience of staff in the different sectors 
of library and information field. Women had less outside work experience 
than men - as in the present study. Similarly, librarians had less outside 
work experience than information officers. Public librarians had less 
outside work experience than those in the other sectors - eeucational 
and special libraries. 
In the present study, since most of the respondents worked previously as 
teachers, there is not much difference in the pattern of outside work experience 
of respondents from different types of libraries (Table 35). A much lower 
percentage of public librarians and library school teachers than the rest 
had been teachers before joining librarianship. Rather curiously, a higher 
percentage of public librarians and library school teachers than the rest 
had been employed as clerks. 
The period the respondents were engaged in other employment varied from less 
than one year to over 15 years (Table 36). About 60% spent one to five years 
in their previous employment, while 24.2~. spent six to ten years. Those 
who devoted less than one year to other employment (7 .4~0) were graduates who 
found themselves some employment for the three-month period between the end 
of the session in which they graduated and the next session when they entered 
the library school. On the other hand those who stayed longest in other 
employment (over five years) were mainly professional teachers. After 
gaining their professional teachers' qualifications, these through private 
study qualified for entry to a university for a first degree course and 
subsequently to a library school. Alternatively a few, after taking the 
teachers' qualification, gained admission to a library school for a professional 
course (A.L.A.). 
Just as less women than men were engaged in other employment, women also 
generally spent less time than men in outside employment. About 44% of the 
women were employed outside the library for no more than two years in contrast 
to about 37% of the men. Then, as the years of employment increase, the 
percentage of men continues to rise over the percentage of women. 
College librarians and library school teachers generally spent less time on 
other employment than the rest (Table 37). About 80~. of college librarians 
and library school teachers spent no more than five year.s on other 
occupations. 
TABLE 35 
Previous Employment by TYpe of Library 
Previous Employment University College Public & Special Library School Total 
National 
No. O' No. O' No. o' No. o' No. •• No. • • .0 ,. • 0 .0 .0 .,
Teaching 80 90.9 17 85.0 39 73.6 13 86.7 10 71.4 159 83.7 
Clerical Service 5 5.7 1 5.0 10 18.9 2 13.3 2 14.3 20· 10.6 
Administration 1 1.1 2 3.8 3 1.6 
Information Service 1 5.0 1 1.9 2 1.1 
a.. Other 2 
'" 
2.2 1 5.0 1 1.9 2 14.3 6 3.1 
..... 
8B 100.0 20 100.0 53 100.0 15 100.0 14 100.0 190 100.0 
TABLE 36 
Period Engaged in Other Employment by Sex 
Years of Employment Male 
. No. 
Under 1 B 5.6 
1 - 2 44 . 31.0 
::l 3 - 5 43 30.3 '"\ 
.... 
6 - 10 34 23.9 
11 - 15 11 7.7 
Over 15 2 1.4 
142 100.0 
No • 
6 
15 
14 
12 
1 
48 
Female 
.' ,. 
12.5 
31.3 
29.2 
25.0 
2.1 
100.0 
Total 
No. 
14 
59 
57 
46 
12 
2 
190 
.' ,. 
7.4 
31.1 
30.0 
24.2 
6.3 
1.1 
100.0 
TABLE 37 
Period Engaged in Other Employment by Type of Library 
Years of Unemployment University College Public & Special Library School Total 
National 
No. " No. 0' No. 0' No. 0' No. 0' No. 0' ,0 ,0 ,0 ,0 ,0 ,0 
Under 1 3 3.4 4 20.0 4 7.5 1 6.7 2 14.3 14 7.4 
1 - 2 29 33.0 8 40.0 16 30.2 2 13.3 4 28.6 59 31.1 
3 - 5 25 28.4 4 20.0 17 32.1 6 40.0 5 35.7 57 30.0 
.... 
6 - 10 25 28.4 2 10.0 12 22.6 4 26.7 3 21.4 46 24.2 
'" .... 11 - 15 6 6.8 1 5.0 3 5.7 2 13.3 12 6.3 
Over 15 1 5.0 1 1.9 2 1.1 
88 100.0 20 100.0 53 100.0 15 100.0 14 ·100.0 190 100.0 
lJZ 
Time of First Consideration: 
As shown in the review of studies of occupational choice it is a process 
that takes some period of time, in many cases a number of years. The 
crucial period when conscious effort is made at realistic choice usually 
starts from the teenage period. Therefore this study tries to examine 
when the respondents first considered librarianship as a possible career 
for them and the time they finally made up their minds to go into the 
profession. 
In Table 38 only one respondent thought of librarianship as a possible career 
before entering secondary school. 
where until very recently there were 
This is understandable in a society 
hardly any good libraries outside 
institutions of higher learning like universities. These institutions 
are in a few urban cities while most people live in rural areas. 
cannot aspire to professions of which they know nothing. 
Children 
TA8LE 38 
Time of First Consideration by Sex 
Time of First consideration 
8efore secondary school 
or teachers' college 
In secondary school or 
teachers college 
In the sixth form 
While working after 
secondary school or 
teachers' college 
In the university 
After first degree course 
Other 
Male 
No. 
1 
17 
6 
67 
43 
40 
1 
0' 
,0 
0.6 
9.7 
3.4 
38.3 
24.6 
22.9 
0.6 
175 100.0 
Female 
No. 
15 
7 
3 
40 
23 
IV 
,0 
17.0 
8.0 
3.4 
45.5 
26.1 
BB 100.0 
Total 
No. 
1 
32 
13 
70 
83 
63 
1 
IV 
,0 
0.4 
12.2 
4.9 
26.6 
31.6 
24.0 
0.4 
263* 100.0 
*Information lacking for 3 respondents, while the last is the Acting 
Director on secondment from the Ministry of Education. 
.i.n 
It is even surprising that up to 17% thought of librarianship as a 
career while still in secondary school, sixth form or teacher training 
college. Hardly any secondary school in Nigeria has a real library manned 
by a qualified librarian. What exists in most schools 
collection of books on a few shelves in a room. These 
is normally a 
books are normally 
looked after by a senior pupil who is usually designated the school 
librarian or library prefect. He is occasionally supervised by a member 
of staff. Yet it is amazing the influence these "school libraries" may 
have on the pupils because sometimes librarians and library school students 
have been known to say that they chose librarianship or first thought of 
librarianship as a career when/because they were school librarians. 
A little over half of the respondents (55.6%) first considered librarianship 
either while they were undergraduates or after graduation. This is of 
course the period when most Nigerian students first come into contact with 
a real library. At this time too the thought of a career preoccupies 
their minds as they are about to go into the world to make a living. 
A higher percentage of women (25%) than men (13.7%) first considered the 
profession while still in school. Because, as shown in the previous chapter, 
more men than women took up a job after secondary school, a higher proportion 
of men (38.3%) than women (3.4%) first considered the profession while 
working after schooling or teacher training. A higher proportion of women 
than men first thought of the professiori either as undergraduates or after 
graduation. 
While most respondents from the other types of institutions did not first 
consider librarianship as a career until they entered the university, 66.2% 
of the public librarians did so (Table 39). This is of course because 
there is a higher proportion of non-graduate librarians among respondents 
from public libraries than among those from the other types. 
The other time librarianship was considered was after postgraduate studies. 
Time of Definite Decision: 
Since over half of the respondents first thought of librarianship as a 
career either in the university or after graduation, therefore 63.1% took 
TABLE 39 
Time of First Consideration by Type of Library 
Time of First Consideration University College Public & Special Library School Total 
National 
No. " No. " No. 0' No. 0' No. O' No. 0' ,0 
'" '" '" '" " 
Before Secondary school 1 5.0 1 0.4 
In Secondary school 9 7.3 2 8.7 14 18.9 3 13.6 4 20.0 32 12.2 
In the sixth form 3 2.4 2 8.7 6 8.1 2 9.1 13 4.9 
While working after 
od' secondary school 27 21.B 6 26.1 29 39.2 4 1B.2 4 20.0 70 26.6 
'" 
"""" In the university 44 35.5 11 47.B 14 18.9 8 36.4 6 30.0 83 31.6 
After first degree course 40 32.3 2 8.7 11 14.9 5 22.7 5 25.0 63 24.0 
Other 1 0.8 1 0.4 
124 100.0 23 .100.0 74 100.0 22 100.0 20 100.0 263* 100.0 
* Information lacking for 3 respondents, the last. is the Acting Director on secondment from the Ministry of Education. 
a definite decision during the 
first thought of librarianship 
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same periods (Table 40). The one who 
before going into secondary school made 
up his mind about it at the same time. However it does seem that many of 
those who first thought of it in secondary school or sixth form (17.1%) made 
up their minds about it later as only 6.5% of the respondents took a 
definite decision while in secondary school or sixth form. Presumably also 
a good number of those who first thought of librarianship as a career while 
they were in the university (31.6%) made up their minds after they left the 
university - 39.5% 
after their degree 
it at that time. 
of the respondents made up their minds while working 
course as against 24% of the respondents who thought of 
About the same number who first considered librarianship 
while working after their secondary school career (70 or 26.6%) had to make 
up their minds during the same period (77 or 29.3%) since obviously they 
had to get on to a career immediately. 
TABLE 40 
Time of Definite Decision 
Time of Definite Decision Male 
No. '" ,. 
Before secondary school 1 0.6 
While in secondary school 5 2.9 
While in the sixth form 3 1.7 
While working after 
secondary school or 
sixth form 72 41.1 
While in the university 30 17.1 
While working after first 
degree course 63 36.0 
Other 1 0.6 
175 . 100.0 
* Information lacking for 3 respondents 
by Sex 
Female Total 
No. 
.' No. '" ,. ,. 
1 0.4 
5 5.7 10 3.B 
4 4.5 7 2.7 
5 5.7 77 29.3 
32 36.4 62 23.6 
41 46.6 104 39.5 
1 1.1 2 0.8 
88 100.0 263* 100.0 
A higher proportion of women than men made up their minds either while 
they were undergraduates or afterwards. This is presumably because 
1J6 
more women than men proportionately had uninterrupted education up to 
the university level. They did not have to concern themselves very 
seriously with vocational choice until about the time they were ready 
to go into the labour market. 
The other times when a definite decision was taken were whilst working 
after obtaining a second degree and when a housewife with older children. 
Among the women in this study group and among Nigerian career women 
generally, married women do 
a family. They are rather 
with full pay whenever they 
not interrupt their working careers to raise 
granted adequate three-month maternity leave 
are about to have a baby. Until very recently 
they could easily get nannies or maids to look after their children whilst 
they went to work. Now that these helps are getting extremely difficult 
to find, even when one is prepared to pay the exhorbitant fees charged, 
one wonders how it will affect the careers of working mothers. A few 
enterprising women in large cities are running day-care centres for pre-school 
children of two to six years. Hardly any of them takes on babies at 
present. Will they be able to do so in the future when the need becomes 
widespread and provides room for exploitation by business-minded individuals? 
As with time of first consideration a much lower proportion of public 
librarians than the rest took their final decision either in the university 
or afterwards (Table 41). A higher percentage of them made up their minds 
while working after their secondary school careers. More of the remainder 
tended to make up their minds while working after a first degree course 
rather than while still in the university. 
Table 42 shows when graduates who majored in different subject fields took 
definite decisions about librarianship as a career. As expected, a 
majority of library science graduates (B.L.S.) had made up their minds 
before they entered the university (76.9%). However the number who were 
still undecided while in the university actually doing the course (20.5%) 
is rather high. It shows that many people can train for a profession 
.without being sure that that is the right profession for them. 
Education graduates and graduates of other disciplines besides the four 
major disciplines decided on librarianship after graduation - with the 
exception of only one education graduate. Most likely all these were 
those who were dissatisfied with the original profession for which they 
were initially trained. 
TABLE 41 
Time of Definite Decision by Type of Library 
Time of Definite Decision University College Public & Special Library School Total 
National· 
No. 0' No. 0' No. 0' No. '" No. 0' No. 0' ,0 ,0 '" ,0 ,0 ,0 
Before secondary school 1 5.0 1 0.4 
While in secondary 
school 2 1.6 1 4.3 5 6.8 1 4.5 1 5.0 10 3.8 
..... While in sixth form 3 2.4 3 4.1 1 4.5 7 2.7 
t"\ 
.-t 
While working after 
secondary school or 
sixth form 26 21.0 6 26.1 36 48.6 6 27.3 3 15.0 77 29.3 
While in the university 33 26.6 6 26.1 11 14.9 4 18.2 8 40.0 62 23.6 
While working after 
first degree course 58 46.8 10 43.5 19 25.7 10 45.5 7 35.0 104 39.5 
Other 2 1.6 2 0.8 
124 100.0 23 100.0 74 100.0 22 100.0 20 100.0 263 100.0 
CD 
'" ..... 
TABLE 42 
Time of Definite Decision by Major Degree Subject 
Time of Definite Decision 
Before secondary school 
In secondary school 
In sixth form 
While working after 
secondary school 
In the university 
After first degree 
course 
Other 
Education 
No. 
1 
14 
" " 
6.7 
93.3 
15 100.0 
Humanities 
No. 
5 
1 
2 
33 
58 
" 
" 
5.1 
1.0 
2.0 
33.3 
58.6 
99 100.0 
* Information lacking for 5 graduate respondents 
Major Subjects 
Library Natural 
Science Sciences 
No. 
1 
3 
5 
21 
8 
1 
. ' 
" 
2.6 
7.7 
12.8 
53.8 
20.5 
2.6 
No • 
12 
19 
1 
" " 
37.5 
59.4 
3.1 
Social 
Sciences 
No. 
8 
8 
8 
" " 
33.3 
33.3 
33.3 
39 100.0 32 100.0 24 100.0 
Other 
No. 
4 
.' " 
100.0 
Total 
No. 
1 
9 
6 
31 
62 
103 
2 
" 
" 
0.5 
3.8 
2.8 
14.6 
29.1 
48.4 
0.6 
4 100.0 213* 100.0 
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There is not much difference in the timing patterns of the final decisions 
of humanities and natural sciences graduates. This is contrary to 
expectation. One would have thought that humanities graduates do realise 
earlier than natural sciences graduates that they would have difficulty in 
finding employment without further training. Governments in their 
educational policies, universities and other educational institutions are 
emphasizing the study of science and technology rather than the humanities. 
Job opportunities for them are fast diminishing in every field - even teaching 
in secondary schools which has hitherto been their major avenue of employment. 
Therefore they should start early to think about their careers. Yet many of 
them do not make up their minds until they leave the university. Or is it 
that they come to librarianship as a last resort, when on graduation they 
find that they cannot get into the occupation they had hoped for? 
The social sciences graduates are evenly distributed in the timing of their 
final decision. Is this evidence of the adaptability of their discipline 
to many different 
are open to them. 
their educational 
occupations? Many different opportunities or professions 
Therefore they are quite free to decide at any time in 
careers which vocation to follow in the end. The data 
here does not provide enough evidence to draw such a conclusion, however. 
It is only a speculation that needs proper testing before a firm conclusion 
can be drawn. 
Other Occupations Considered: 
As vocational choice is a process involving choosing and/or selecting 
between alternatives, it was necessary to find out what the alternatives were 
in the case of these respondents,and why those alternative vocations were 
rejected. Of the 266 respondents concerned, 259 provided answers to this 
question. Among them 193 (74.5%) indicated that they considered other 
, occupations as possible careers before taking their final decision. These 
consisted of 125 men (72.3% of the men responding to the question) and 68 
women (79.1% of the women). Thus about the same percentage of men and women 
considered other occupations (Table 43). On the other hand, higher 
percentages of those working in special libraries and library schools than 
the rest did consider other occupations as alternative careers (Table 44). 
Other occupations considered ranged from one to three for each individual. 
Considered other occupations 
Did not consider other occupations 
0 
od" 
..... 
Considered other occupations 
Did not consider other occupations 
TABLE 43 
Consideration of Other Occupations by Sex 
No. 
125 
48 
173 
Male 
" 
,. 
72.3 
27.7 
100.0 
TABLE 44 
No. 
68 
18 
86 
Female 
0' 
,0 
79.1 
20.9 
100.0 
Consideration of Other Occupations b~ T~pe of Librar~ 
University College Public & Special 
National 
No. 0' No. 0' No. 0' No. 0' ,0 ,0 ,0 '0 
90 73.8 16 69.6 52 72.2 18 81.8 . 
32 26.2 7 30.4 20 27.8 4 18.2 
122 100.0 23 100.0 72 100.0 22 100.0 
Total 
No. 
193 
66 
259 
Library 
School 
No. 0' ,0 
17 85.0 
3 15.0 
20 100.0 
74.5 
25.5 
100.0 
No. 
193 
66 
259 
Total 
0' 
,0 
74.5 
25.5 
100.0 
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Table 45 gives the list of the alternative occupations considered and the 
number of respondents that considered each of them. For men secondary 
school teaching and administration (mainly as administrative officer in the 
civil service) were by far the most popular alternative occupations. Other 
favourite ones were law, journalism and public relations, business management 
and allied fields, and accountancy. Teaching was also the most significant 
alternative for women. The second favourite was medicine and related fields 
(nursing, pharmacy, etc.). Administration was in the third place for women. 
TABLE 45 
Other Occupations Considered 
Occupation 
Teaching 
Administration 
Medicine and related fields 
Law 
Journalism and public relations 
Diplomatic Service 
Business Management, Banking, etc. 
Accountancy 
Laboratory technology 
Agriculture & Fisheries 
University teaching 
Engineering 
Armed forces and police 
Scientific Research 
Secretaryship and translation service 
Politics and political science 
Archives and museum management 
Publishing and bookselling 
Geology 
Estate management and town planning 
Fine arts 
Male Female 
37 33 
32 11 
8 15 
13 2 
12 1 
10 1 
9 2 
9 
• 2 5 
3 4 
3 2 
4 
4 
2 
1 
2 
1 
1 
2 
2 
3 
1 
2 
2 
1 
2 
Total 
90 
43 
23 
15 
13 
11 
11 
9 
7 
7 
5 
4 
4 
4 
4 
3 
3 
2 
2 
2 
2 
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Numerous reasons were given to explain why respondents could not pursue 
these alternative careers. For 21 respondents the only reason why they 
did not follow their alternative careers was that they were not admitted 
to the prerequisite course (for one reason or another) or the opportunities 
they were looking for did not offer themselves. The only hindrance to 14 
individuals was lack of financial support or sponsorship for the necessary 
courses leading to the desired professions. 
situation because the one who paid the piper 
One of them was in a peculiar ' 
wanted to dictate the tune as well -
I gained admission to a university for these [public, 
personnel or business administration which he wanted 
to study], but my brother decided he would pay my fees 
if only I chose librarianship and went to the United 
Kingdom instead of attending a 'local university'. 
Just as teaching was the most popular alternative vocation considered, it was 
also the one that came under the sharpest criticism for its poor salary, lack 
of promotion prospects, low status and even irregular and unattractive working 
hours (nursing was also criticised for this). Teaching has the highest 
number of criticisms (16) when the alternative occupations are considered 
singly. As one female director of a state library board put it: 
1. Not motivated [motivating?] enough to appeal to me. 
2. Not enough priority given to the role of teachers 
in the country. 
3. Very well-known profession and not as in dire need 
of professionals as librarianship [i.e. 1962]. 
Teaching was also criticised because it involved working in rural areas, 
much talking and marking, lack of opportunity to meet people, (same goes for 
laboratory technology and agriculture) and frequent transfers (same also said 
of administration and diplomatic service). 
Administration was another occupation against which many reasons were given. 
These reasons included the fact that initiative is not encouraged in the civil 
service, lack of intellectual scope, dealing with people, unnecessary control 
of dress and insufficient job satisfaction. 
Journalism was rejected by several respondents because of the,poor status of 
journalists in Africa, fear of intimation and victimisation by politicians and 
government agents, unstable employment and much travelling involved. 
In certain cases women thDug~t their sex was the problem. A woman who wanted 
to get into publishing, bookselling or business management explained that 
"these fields are more difficult to get into for women." Another woman 
could not get into university administration because "It was very much a 
man's career at that time." Family considerations also constituted an 
impediment to some women as they directly expressed or indirectly - "Training 
opportunity came at an inconvenient time for the family because my husband 
was also away from the home at that time"; "Spouse's objection." 
In some circumstances training opportunities for the desired occupation did 
not exist in the country at the time of choice. Such areas included 
marketing, fisheries, publishing, and bookselling. In other cases the 
reason given had to do with the personality of the individual concerned 
- fear of corpses (reason against nursing), "practical aspect involving 
working with all sorts of people and under all weather conditions (engineering). 
Reasons for Choosing Librarianship: 
The next stage is to find the actual reasons that induced the respondents 
to choose librarianship as a career. To do this a list of possible reasons 
for the choice of librarianship as a career was carefully prepared after an 
extensive search of the literature. This list was intended to be as 
comprehensive or exhaustive as possible. 
The list was based essentially on what Kelsall and Kelsal144 after 
extensive sophisticated research identified as the nine factors in career 
choice. These are: (a) congenial colleagues and working conditions; 
(c) opportunity for (b) good salary, security, and promotion prospects; 
intellectual development; (d) scope for initiative; 
variety; (f) socially useful work dealing with people; 
(e) novelty and 
(g) opportunity 
for high level administration and planning; (h) work involving communication 
with people but not social work (e.g. mass media); and (i) opportunity to 
rise through one's own efforts, scope for the ambitious. 
This basic list was elaborated by the addition of the major reasons for the 
choice of librarianship as found by previous studies of librarians - e.g. 
liking for books, liking for people, previous library work experience, etc. 
Furthermore pragmatic reasons resulting out of the reality of the local 
situation were added - e.g. desire of employer, offer of financial aid or 
scholarship, avenue of escape from the teaching profession. Opportunity was 
also provided for respondents to show other reasons that influenced their 
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choice if the list given did not include such reasons. 
In answering the question respondents were requested to indicate clearly 
those reasons which were very influential in their choice and also 
separately those that were somewhat influential but not as important as . 
the first category. Of the 266 respondents seven gave no very influential 
reason at all for their choice. The number of very influential reasons 
given by the remaining 259 respondents ranged from one to thirteen each, 
giving an average of 4.5 reasons. 
Table 46 shows the number of respondents regarding each reason as very 
influential to them in their choice. For the whole group then the most 
influential reasons for their vocational choice in descending order are 
opportunity for intellectual development (189); liking for books (165); 
liking for people (118); opportunity for continuing formal education (94); 
scope for initiative and ambition (93); attractive working environment (83); 
and good salary, security and promotion prospects (71). Other reasons 
ticked by a good number are escape from teaching (54); novelty and variety 
of experience expected (54); opportunity for high level administration and 
planning (46); previous library work experience (45); and financial aid or 
scholarship offered (43). It is interesting to note that, though they do 
not feature in exactly the same order of importance, the same reasons that 
are very influential in the occupational choice of librarians in developed 
countries (as shown in previous studies) have exerted strong influence on 
the vocational choice of these respondents from a developing country. 
Other very influential reasons which respondents gave are desire to give 
information to people, opportunity to study abroad, and the fact that a 
respondent's major degree subject (Latin) was being phased out in secondary 
schools so he feared he might be made redundant in future. 
Though men and women were influenced largely by similar reasons, their 
order of importance varied slightly for both sexes. For men the most 
influential reasons in descending order are opportunity for intellectual 
development (133); liking for books (107); liking for people (72); 
opportunity for continuing formal education (71); scope for initiative and 
ambition (67); good salary and prospects (58); and attractive working 
environment (54). The order for women, on the other hand, is liking for 
books (58); opportunity for intellectual development (56); liking for 
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TABLE 46 
Very Influential Reasons for Choice of Librarianship 
Male Female Total 
N = 17B N = BB N = 266 
Reason No. 0' No. 0' No. II' ,0 ,0 ,0 
i. Liking for books 107 60.1 5B 65.9 165 62.0 
ii. Liking for people 72 40.4 46 52.3 lIB 44.4 
iii. Good salary and 
prospects 5B 32.6 13 14.B 71 26.7 
iv. Personality of 
librarians 9 5.1 6 6.B 15 5.6 
v. Attracting working 
hours B 4.5 10 11.4 IB 6.B 
vi. Attractive working 
environment 54 30.3 29 33.0 B3 31.2 
vii. Opportunity for 
intellectual 
development 133 74.7 56 63.6 IB9 71.1 
viii. Scope for initiative 
and ambition 67 37.6 26 29.5 93 35.0 
ix. Novelty and variety 
of experience 
expected 32 IB.O 21 23.9 53 19.9 
x. Opportunity for high 
level administration 35 19.7 11 12.5 46 17.3 
xi. Prestige of 
librarians 9 5.1 4 4.5 13 4.9 
xii. Previous library work 
experience 21 l1.B 24 27.3 45 16.9 
xiii. Opportunity for 
continuing formal 
education 71 39.9 23 26.1 94 35.3 
xiv. Financial aid 
offered 34 19.1 9 10.2 43 16.2 
xv. Vacancies in 
libraries 16 9.0 5 5.7 21 7.9 
xvi. Vocational materials 9 5.1 7 B.O 16 6.0 
xvii. Escape from teaching 41 23.0 13 14.B 54 20.3 
xviii. Escape from another 
occupation 3 1.7 3 1.1 
xix. Desire of employer 7 3.9· 1 1.1 B 3.0 
xx. Expediency or chance 12 6.7 12 4.5 
xxi. Other 2 1.1 1 1.1 3 1.1 
146 
people (46); attractive working environment (29); scope for initiative 
and ambition (26); previous library work experience (24); opportunity for 
continuing formal education (23); and novelty and variety of experience 
expected (21). 
The order of influence of salary or financial remuneration is worth noting. 
Though naturally it is of greater importance to men than women, with both 
sexes it does not rate highly as a very influential factor. Similarly 
vocational materials do not feature prominently at all. This presumably 
is because the respondents were not exposed to much publicity material on 
the profession. Except for advertisement of vacancies (which was rated 
slightly higher than vocational materials) one hardly sees anything in the 
Nigerian mass media on librarianship as a career. 
Quite a sizeable number of respondents (12) found themselves in librarianship 
by chance. As one of them commented with regard to when librarianship was 
first considered as a possible career, "I never had opportunity of a choice". 
Subsequently he indicated no influential reason or individual. 
Personality of librarians and their social prestige had little influence. 
Besides those running away from teaching only very few others found librarianshil 
a haven from other occupations. 
Table 47 shows the number of individuals who regarded each of the given reasons 
as a minor influential factor (somewhat influential) in their choice of 
librarianship. Here again it is mainly the same factors that were regarded 
as very influential reasons by others that feature most prominently. However, 
the ratings here tend to reinforce the influence of some factors. that ·did 
not feature prominently as very influential reasons. Among such are escape 
from teaching, vacancies in libraries and.vocational materials. 
Influence of Individuals: 
The. influence of individuals might also be crucial in the choice of 
librarianship as a career. People who come into close contact with others 
might exert considerable influence on these other people's major decisions 
in life, including occupational choice. As Bryan found in her study 
reviewed above, parents and relatives were the persons who had exerted the 
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TABLE 47 
Somewhat Influential Reasons for Choice of Librarianship 
Male Female Total 
N = l7B N = 88 N = 266 
Reason No. " No. '" No. " ,0 " " 
i. Liking for books 26 14.6 13 l4.B 39 14.7 
ii. Liking for people 28 15.7 16 18.2 44 16.5 
iii. Good salary and 
prospects 31 17.4 13 14.8 44 16.5 
iv. Personality of 
librarians 26 14.6 5 5.7 31 11.7 
v. Attractive working 
hours 17 9.6 9 10.2 26 9.B 
vi. Attractive working 
environment 2B 15.7 10 11.4 38 14.3 
vii. Opportunity for 
intellectual 
development 10 5.6 10 11.4 20 7.5 
viii. Scope for initiative 
and ambition IB 10.1 15 17.0 33 12.4 
ix. Novelty and variety 
of experience 
expected 27 15.2 22 25.0 49 18;4 
x. Opportunity for high 
level administration 20 11.2 13 14.B 33 12.4 
xi. Prestige of 
librarians 24 13.5 7 B.O 31 11.7 
xii. Previous library 
work experience 25 14.0 8 9.1 33 12.4 
xiii. Opportunity for 
continuing formal 
education 20 11.2 5 5.7 25 9.4 
xiv. Financial aid 
offered 16 9.0 5 5.7 21 7.9 
xv. Vacancies in 
libraries 19 10.7 8 9.1 27 10.2 
xvi. Vocational materials 12 6.7 12 13.6 24 9.0 
xvii. Escape from teaching 25 14.0 13 14.8 38 14.:3 
xviii. Escape from another 
occupation 7 3.9 2 2.3 9 3.4 
xix. Desire of employer 4 2.2 2 2.3 6 2.3 
xx. Expediency or chance 2 1.1 2 O.B 
xxi. Other 
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most influence on the vocational choice of her subjects. The present 
respondents were asked to indicate those, among listed categories of 
individuals, who were very influential and somewhat influential 
respectively in their choice. 
Among the respondents 184 indicated very influential individuals ranging 
from one to seven individuals each. Only 96 respondents mentioned somewhat 
influential individuals. Each person indicated one or two such individuals. 
From Table 48 the most influential individuals were friends of the respondents. 
These were mentioned by nearly one-third of the respondents (80) as being 
very influential in their choice. Librarians are the second most influential 
group following ,very closely on friends. Seventy-eight respondents ticked 
them as very influential. Spouses, school teachers and library school 
lecturers are other categories of individuals that exerted great influence on 
the respondents. If librarians and library school teachers were grouped 
together, then librarians rather than friends exerted the most influence. 
All the same, the two groups, librarians and friends are by far the most 
influential individuals on the choice of the respondents. 
TABLE 48 
Very Influential Individuals in Choice of Librarianship 
Individual Male Female Total 
N = 178 N = 88 N = 266 
No. 0' No. 0' No. 0' 
'" 
,0 ,0 
i. Librarian 60 33.7 18 20.5 78 29.3 
ii. Library school lecturer 14 7.9 10 11.4 24 9.0 
iii. Other university 
lecturer 12 6.7 2 2.3 14 5.3 
iv. School teacher 21 11.8 5 5.7 26 9.8 
v. Parent 1 0.6 5 5.7 6 2.3 
vi. Spouse 6 3.4 22 25.0 28 10.5 
vii. Other relative 12 6.7 4 4.5 16 6.0 
viii. Friend 67 37.6 13 14.8 80 30.1 
ix. Other 2 1.1 2 2.3 4 1.5 
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The other very influential individuals mentioned by four respondents are 
their employers. The influence of the individuals on the different sexes 
varies slightly, with men, friends were more influential than librarians and 
vice versa for the women. Parents and spouses are more influential on 
women than on men. 
The pattern of minor influence (somewhat influential individuals) follows 
very much that of very influential individuals (Table 49). Friends and 
librarians were mentioned more 
individuals. School teachers 
often than the rest as somewhat influential 
are just slightly ahead of library school 
lecturers, parents and other relatives as the third group of somewhat 
influential individuals. The other somewhat influential individual mentioned 
is careers adviser. Not unexpectedly this was mentioned by an expatriate 
woman.· Careers advisory service is yet to be introduced in Nigeria. 
TABLE 49 
Somewhat Influential Individuals in Choice of Librarianship 
Male Female Total 
N = 178 N = 88 N = 266 
No. 0' No. '" No. 0' ,0 ,0 '0 
i. Librarian 19 10.7 9 10.2 28 10.5 
ii. Library school lecturer 7 3.9 3 3.4 10 3.8 
iii. Other university lecturer 4 2.2 3 3.4 7 2.6 
iv. School teacher 6 3.4 5 5.7 11 4.1 
v. Parent 4 2.2 6 6.8 10 3.8 
vi. Spouse 2 1.1 7 8.0 9 3.4 
vii. Other relative 6 3.4 4 4.5 10 3.8 
viii. Friend 19 10.7 12 13.6 31 11.7 
ix. Other 1 1.1 1 0.4 
Unlike Bryan's results, 
is very low indeed. 
here results indicate that the influence of parents 
This is understandable since most of the parents 
were either illiterate or had little formal education. Because the parents 
of the women were generally more educated than those of the men, their 
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influence got greater acknowledgement too. 
Types of Libraries Chosen: 
Denis45 concluded from his study of the factors which influenced graduates 
of Canadian library schools in making their first career decision in favour 
of academic or public libraries that "It appears that people become librarians, 
not academic or public librarians [or any other type of librarians], but just 
librarians." However some time in the course of their training library 
school students have to come to grips with "The fact that one cannot be just 
a librarian but that one must be a librarian of some sort, depending on the 
type of organization within libraries or the type of positions offered." 
Therefore the present r~spondents were asked to indicate the types of 
libraries they chose to work in when they made their vocational choice. 
Five respondents did not answer this question. In Table 50 112 respondents 
(42.9% of those who answered the question) said they did not show preference 
for any type of library, they were ready to work in whichever type of library 
that offered the opportunity for employment. Most of those who indicated 
some preference chose to work in university or academic libraries (37.5%). 
Public libraries (11.9%) and special libraries (7.7%) came second and third 
respectively. The preferences of male and female respondents were similar. 
TABLE 50 
Type of Library Chosen by Sex 
Male Female Total 
Type of Library Chosen No. 0' No. 0' No. 0' '0 ,0 ,0 
. University Library 66 37.7 32 37.2 98 37.5 
Public Library 19 10.9 12 14.0 31 11.9 
Special Library 11 6.3 9 10.5 20 7.7 
None 79 45.1 33 38.4 112 42.9 
175 100.0 86 100.0 261* 100.0 
* Information lacking for 5 respondents. 
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Table 51 shows the extent to which declared preferences have been achieved. 
In other words it relates the types of libraries which respondents chose 
initially to the ones in which they are currently employed. Thus 69 (70.4%) 
of the 98 respondents who chose to work in university libraries are now actually 
working in university libraries. The rest are working in other types of 
libraries as indicated. Similarly 20 (64.5%) of the 31 who chose to work 
in public libraries are now working in public libraries or the National Library. 
However only 1 (5%) of those who preferred special libraries is working in 
special libraries. Therefore it would seem that, depending on the type of 
library chosen, most of those who show interest in a particular type of library 
eventually get the opportunity to work in that type of library. 
Reasons for Choosing Different Types of Libraries: 
Many reasons were given (and expressed in different ways) for choosing various 
types of libraries. An attempt is made here to summarize the major reasons. 
For those who chose academic and special libraries their main reasons lay in 
the opportunities these types of libraries offered for use of subject background 
for intellectual and academic achievement, and for participation in research. 
Similar to the above, but not exactly the same, are those who chose to work 
in university libraries because of their preference to work in the university 
or academic atmosphere. Sometimes they said this is because it is the type 
of environment to which they have been accustomed. It is the wives of 
university teachers of course who gave this type of reason. Also some wives 
of lecturers chose to work in university libraries only for the convenience 
of it - easy to get the job, and within community of residence so it does 
not involve travelling long distances to work daily. 
University libraries (and to some extent special libraries) were chosen also 
because they offered good career prospects, were paying better than other types 
of libraries. They were seen to be the best developed and organized type 
of library in Nigeria at the time the choice was made. They also had the 
best environment in which to work. 
The challenging nature of the work or duties involved in certain types of 
libraries, especially university and public libraries, appealed to some 
respondents. Some believed that only these types of libraries could fully 
engage their abilities. 
TABLE 51 
Type of Library Chosen by Current Type of Library 
Type of Library Chosen Type of library in which Respondent is now Working 
University College Public & Special Library Total 
National School 
No. " No. " No. " No. " No. " No •. "  " "  " " 
University Library 69 70.4 13 13.3 10 10.2 2 2.0 4 4.1 98 100.0 
Public Library 5 16.1 1 3.2 20 64.5 3 9.7 2 6.5 31 100.0 
Special Library 10 50.0 2 10.0 6 30.0 1 5.0 1 5.0 20 100.0 
None 41 36.6 6 5.4 37 33.0 16 14.3 12 10.7 112 100.0 
N 
.t\ 
-< 
125 47.9 22 8.4 73 28.0 22 8.4 19 7.3 261* 100.0 
* Information lacking for 5 respondents. 
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Type of clientele served was another reason for choosing different.types 
of libraries. For university and special libraries it was the level or 
quality of clientele served (specialists and researchers) and sometimes 
the number or quantity ("smaller clientele"). With public libraries, on 
the other hand, the factors were the heterogenous clientele, dealing with 
the public, desire to serve all segments of society or to work with a 
particular group (children and young people) and the variety of work expected. 
A few chose university or public library because of their familiarity with that 
type of library, some vacant positions existed in that type of library at the 
time they were making their choice or just because a particular library of 
that type happened to be located near their home. Others were obliged to 
serve in a particular library because the library had financed their 
professional training. While a respondent chose to work in public libraries 
because of the opportunities this offered for transfers and change of environmen' 
occasionally, another chose university libraries because of the job satisfaction 
he expected. 
late Choice, Late Entry and Outside Experience: 
Before ending this chapter it is necessary to highlight the issue of late 
choice of librarianship as a career, subsequent late entry into the profession, 
and outside experience. It is evident in this and other studies that many 
librarians choose the profession rather late in life and subsequently started 
their professional careers late (even after the age of forty in some cases). 
This is often after they have tried their hands at other occupations. 
In this study over half of the respondents first considered the profession 
either while they were undergraduates or after graduation. Similarly over 
60% took the final decision either in the university or afterwards, the 
greater percentage (39.59.) making a definite decision after graduation. Even 
many library science majors had not made up their minds by the time they were 
actually undergoing the professional training in the university. As shown 
in the previous chapter only 189. of the respondents got their professional 
qualifications before the age of 26. Some got theirs after the age of 40. 
It is surprising that so many individuals read for first degrees without 
knowing exactly what to do afterwards. Is this a common characteristic with 
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most other Nigerian university students? Could this be the result of 
lack of provision for formal vocational guidance in the Nigerian education 
system? Some further inquiry is called for. 
Morrison46 found that among American academic librarians"early interest in, 
and commitment to, librarianship is a predictor of future high status and 
salary." Morrison47 went on to identify factors that are thought to be 
influential in inducing people to choose a particular occupation early in 
life. These are its visibility (the extent to which children come in 
contact with people in the profession), its prestige, financial attraction 
and educational policy (whether the educational system is long and expensive 
like medicine to require that prospective candidates start their training 
early and make up their minds early too because it would be hard to recover 
the high expense if one later changes mind). Since librarianship does not 
possess to any large extent any of the above qualities, Morrison by implication 
thought that that largely accounts for late entry into the profession. 
The fact that many librarians do have outside experience, especially teaching, 
before coming to librarianship has some implications too, especially with 
regard to motivation and job satisfaction. Were these people failures as 
teachers or were they aspiring teachers who were not satisfied with the 
career opportunities available to them in teaching (especially in Nigeria 
where the career prospects in teaching had hitherto been very gloomy)? 
To what extent is librarianship now meeting the needs and expectations of 
these individuals? On the other hand, are these people who can never be 
satisfied by or do well in any occupation? What really is the relationship 
or similarity between teaching and librarianship? Now that efforts are being 
made to improve the service conditions of teachers in Nigeria how will this 
affect recruitment into librarianship? Further research is needed to find 
answers to these questions. 
In the United States the Joint Committee on Librarianship as a Career when 
faced with a similar problem gave the following warning: 
Be sure that the "refugee" from another field - the 
ex-school teacher, ex-lawyer, or ex-whatever - is 
really suitable for library work and not just a 
"refugee" from everything. 48 
However Sergean does not think that outside experience is totally bad. To 
him variety in the people recruited to the profession, and in the form 
and contentcof their education and training is essential to meet the varied 
nature of library work -
The specific background or experience of a member of 
staff may be just as, and even more, important than a 
degree or a formal qualification. It often appeared 
that the critical factor in a successful appointment was 
that the person concerned had half a lifetime's sales 
experience in the paint industry, or was married to a 
stockbroker, or had an enthusiast's absorption in 1920s 
jazz or regimental history.49 
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CHAPTER 7 
THE LIBRARY CAREER 
The previous chapter examined the way respondents came to,choose librarianship 
as a career. This chapter will be devoted to an examination of the careers 
of the respondents thus far in their chosen profession. 
Current Status: 
It is appropriate to begin this study of the respondents' professional careers 
by presenting a picture of their current status. In this regard it is thought 
that their salaries and the main tasks they perform in libraries would best 
describe the respondents. 
Salary: 
Perhaps the most obvious way of describing the status of a group of workers 
is by reference to the titles of their positions. However in the present 
circumstances this will not be the most appropriate way because there is 
no uniformity in the designation or titles of positions of comparable status 
in various types of libraries in Nigeria. Even where the same title is 
used it may connote different positions. Thus Librarian Grade I in an 
academic library is a higher position that Librarian Grade I in a public 
library. On the other hand, similar positions in the same type of library 
may bear'different titles. Thus the head of a university library may be 
designated "University Librarian" in one institution and "Director of 
Library Services" in another. 
In contrast to the above situation with regard to titles of positions, the 
work of a salary review commission set up by the Federal Government in 1974 
has led to the harmonization of the salaries of workers in all arms of the 
public service. l Thus librarians in comparable positions indifferent 
libraries are placed on more or less the same salary grade levels. Therefore 
for purposes of comparisons in this study salary grade levels have been used 
to describe the status of the respondents. 
~uu 
Table 52 shows the current salaries of the respondents. Salary grade 
levels of 08 and 09 are for beginning librarians, 10 - 14 for middle level 
management librarians, and 15 - 16 for the top librarians, mostly the 
heads and deputy heads of large library systems. 
TABLE 52 
Respondents' Salary by Sex 
Salary Grade Amount Male Female Total 
Level 
** No. 0' No. 0' No. 0' ,0 ,0 ,0 
08 - 09 3,560 - 5,640 68 38.0 37 42.0 105 39.3 
10 - 12 5,760 - 8,050 72 40.2 44 50.0 116 43.4 
13- 14 8,060 - 10,120 25 14.0 6 6.8 31 11.6 
15 - 16 10,300 - 12,720 14 7.8 1 1.1 15 5.6 
179 100.0 88 100.0 267 100.0 
* *1 (One Naira) = £0.8 
Most of the respondents (221 or 82.7%) are at the beginning and middle 
levels. Those of the middle level are slightly more in number than the 
beginning librarians. 
Women are not adequately represented at the top level. Generally there 
is a much higher percentage of men than women at the higher levels. Thus 
14% of the men and 6.8% of the women are on salary grade levels 13 and 14. 
Similarly 7.8% of the men and 1.1% of the women occupy the topmost positions. 
In developed countries where female librarians far outnumber the male, 
various studies2,3,4 have shown that men earn more than women. Therefore 
it is not surprising in this case where men far outnumber the women that the 
men are also better paid than women. The differential is even increased 
by the fact that in Nigeria women started taking up librarianship as a career 
in reasonable numbers at a much .later date than men. Consequently a higher 
proportion of men than women have long professional experience and so occupy 
most of the top positions. 
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The highest paid respondents are from university and public libraries 
(Table 53). Nobody from the other types of library has been able to rise 
to 'grade level 15 or 16. In the case of college and special libraries 
this is mainly due to the size of the institutions and the consequent salary 
structure. The parent institutions are usually small, so only the overall 
heads of the parent institutions are graded at level 15 or 16. Other 
members of staff cannot rise to such levels because their level of 
responsibility is not considered high enough to warrant such salaries. 
This in effect means that a librarian, by choosing the type of library in 
which he wants to work, may also determine the limit of his career prospects 
unless he decides to move to a larger library later on in his career. 
Among the respondents from different types of libraries there is a higher 
percentage of those on levels 10 - 12 than OB - 09. The only exception is 
those from public libraries where the reverse is the case. 
To some extent salary is related to the respondents' qualifications (Table 54). 
Thus a higher percentage of those without a degree (A.L.A.) or with first 
degree only (B.L.S., other) than the rest are on level, OB or 09. However 
with regard to those with higher qualifications it does not follow in all 
cases that the higher the qualification, the higher the percentage of those 
receiving the highest salaries or vice versa. This suggests that while 
qualification may be a significant factor in the determination of an 
individual's salary there are other factors that are equally important. 
Main Functions 
The respondents may be looked at in terms of the main functions they perform 
or their major responsibilities in their respective institutions. This is 
a major way of classifying librarians usually - reference librarian, 
acquisitions librarian, etc. In this instance library duties have been 
classified into four major categories. The first category is administration, 
those whose major responsibilities are concerned with the administrative 
functions of the library. This category includes mainly the heads of library 
services and their deputies. The second category of functions is readers' 
services which embraces all those whose tasks bring them in frequent contact 
with users of the library. This category includes the circulation, readers' 
services, readers' advisory service and reference librarians. The third 
TABLE 53 
Respondents' Salary by Type of Library 
Grade Level University College Public Special Library School Total 
No. " No. " No. 0' No. 0' No. 0' No. 0' ,0 ,0 
'" 
,0 ,0 ,0 
08 - 09 47 37.3 9 39.1 37 49.3 9 40.9 3 14.3 105 39.3 
10 - 12 58 46.0 11 47.0 23 30.7 10 45.5 14 66.7 116 43.4 
13 - 14 12 9.5 3 13.0 9 12.0 3 13.6 4 19.0 31 11.6 
15 - 16 9 7.1 6 8.0 15 5.6 
126 100.0 23 100.0 75 100.0 22 100.0 21 100.0 267 100.0 
N 
\0 
.... 
TABLE 54 
Respondents' Salary by Qualifications 
Qualifications Salary Grade Level 
08 - 09 10 - 12 13 - 14 15 ... 16 Total 
No. 0' No. 0' No. 0' No. 0' No. 0' ,0 ,0 ,0 ,0 . ,0 
A.L.A. or F .L.A. 10 32.3 14 45.2 5 16.1 2 6.4 31 100.0 
8.L.A. 29 90.6 3 9.4 32 100.0 
A.L.A. + M.L.S. 7 53.8 3 23.1 3 23.1 13 100.0 
Bachelor's degree + 
A.L.A. or P.G.D.L. 37 38.1 45 46.4 9 9.3 6 6.2 97 100.0 
'" 
Bachelor's degree +. M.L.S. 24 36.9 32 49.2 7 10.8 2 3.1 65 100.0 
'll 
..... 
Master's degree + P.G.D.L. 
or M.L.S. 4 22.2 12 66.7 2 11.1 18 100.0 
Ph.D. 2 25.0 5 62.5 1 12.5 8 100.0 
Other 1 33.3 1 33.3 1 33.3 3 100.0 
105 39.3 116 43.4 31 11.6 15 5.7 267 100.0 
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category is those involved in technical services - acquisitions, 
cataloguing and classification, etc. The fourth main function is teaching 
and relates mainly to library school teachers. There are a few other 
librarians who are involved in other tasks besides the main ones described 
above. Among these, for instance, are those who manage the bookshops which 
one or two library services have established. 
services. 
Some run the mobile library 
Table 55 shows that the highest proportion of respondents are those engaged 
in technical services (34.7%) These are closely followed by those involved 
in readers' services and administration, 27 .5~; and 27.2% respectively. 
Teaching is the main function of only 7.9% of the respondents, while those 
engaged in other duties make up the remaining 2.7%. 
TABLE 55 
Respondents' Main Functions by Sex 
Main Functions Male Female Total 
No. '" No. '" No. '" ,0 ,0 ,0 
Administration 56 31.5 16 18.4 72 27.2 
Readers' Services 51 28.7 22 25.3 73 27.5 
Technical Services 53 29.8 39 44.8 92 34.7 
Teaching 14 7.9 7 8.0 21 7.9 
Others 4 2.1 3 3.5 7 2.7 
178 100.0 87 100.0 265* 100.0 
* Information for 2 respondents missing 
About the same proportions of men and women are employed in readers' services 
(28.7% and 25.3% respectively) and teaching (7.9% and B% respectively). A 
much higher proportion of men than women (31.5~~ and l8.4~~ respectively) 
are engaged in administration. On the other hand, a much higher proportion 
of women than men (44.8~~ and 29.8~~ respectively) are employed in the technical 
services departments. 
Understandably the main function of all the respondents from library schools 
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is teaching (Table 56). With respondents from public and special 
libraries the highest percentages are of those employed in administration. 
With regard to those from university and college libraries the highest 
percentages of respondents are the ones working in technical services 
departments. 
In Table 57 all those earning the highest salaries (levels 15 and 16) are 
employed in administration. This suggests that the only way to rise to the 
top of the career ladder is through being involved in administrative rather 
than professional duties. Logically therefore, for the librarian who is 
aspiring to get to the top administrative skills are more important than 
professional skills. Most of those at the beginning professional levels 
are engaged in professional duties. As the position or salary grade level 
rises a higher proportion are transferred to perform administrative duties 
until the top salary levels where everyone nn those levels is engaged in 
administrative functions. 
Those whose main function is teaching have the highest percentage of those 
with the best or highest qualifications (Table 58). In this regard the 
highest qualifications are the Ph.D. and master's degree in a subject field 
together with a professional qualification. One-third (33.3%) of the teachers 
have such qualifications. The second highest group with such qualifications 
are those engaged in other functions (none of the four main functions) where 
one of them (14.2%) has a Ph.D. Unlike the attainment of a high salary 
level, high qualification does not seem to be highly associated with 
administrative position. This is because over the years the basic 
professional qualification has been rising (e.g. from postgraduate diploma 
to master's degree). Therefore many young entrants to the profession have 
high qualifications but without adequate practical experience to qualify them 
for high administrative positions. 
Total Years of Library Service 
The respondents have put in years of library service varying from one year 
to 34 years. The mean is 7.5 years while the mode is 3-5 years. The 
total years of service in some cases include periods of both non-professional 
and professional experience in libraries while in other cases they consist 
of years of professional experience only, where the individual started his 
library career as a professional. 
TABLE 56 
Respondents' Main Functions by Type of Library 
. Type of Library 
Main Function University College Public & Special Library School Total 
National 
No. 0' No. 0' No. 0' No. 0' No. 0' No. 0' 
'" 
'0 ,0 ,0 ,0 ,0 
Administration 28 22.4 8 34.8 26 34.7 10 47.6 72 27.2 
Readers' Services 43 34.4 4 17.4 24 32.0 2 9.5 73 27.5 
Technical Services 54 43.2 11 47.8 21 28.0 6 28.6 92 34.7 
-.0 Teaching 21 100.0 21 7.9 
-.0 
..... 
Others 4 5.3 3 14.3 7 2.7 
125 100.0 23 100.0 75 100.0 21 100.0 21 100.0 265* 100.0 
* Information lacking for 2 respondents 
TABLE 57 
Respondents' Main Functions by Salary 
Main Function Salary Grade Level 
08 - 09 10 - 12 13 - 14 15 - 16 Total 
No. " . No. 0' No. 0' No. " No. 0' ,0 " " ,0 " 
Administration 14 13.3 23 20.2 20 64.5 15 100.0 72 27.2 
Readers' Services 37 35.2 33 28.9 3 9.6 73 27.5 
Technical Services 47 44.8 43 37.7 2 6.5 92 34.7 
Teaching 3 2.9 14 12.3 4 12.9 21 7.9 
Others 4 3.8 1 0.9 2 6.5 7 2.7 
" Vl 
... 
105 100.0 114 100.0 31 100.0 15 100.0 265* 100.0 
* Information not given by 2 respondents 
TABLE 58 
Respondents' Main Functions by Qualifications 
Qualifications Main Functions 
Administration Readers' Technical Teaching Others Total 
Services Services 
No. 0' No. 0' . No. 0' No. 0' No. 0' No. 0' ,0 ,0 ,. ,. ,. ,.
A.L.A. 13 18.1 6 8.2 12 13.0 31 11.7 
A.L.A. + M.L.S. 8 11.1 1 1.4 3 3.3 12 4.5 
B.L.S. 5 6.9 12 16.4 14 15.2 1 4.8 32 12.1 
B.A. + A.L.A. or P.G.D.L. 26 36.1 28 38.4 35 38.0 4 19.0 3 42.9 96 36.2 
co 
'" 
8.A. + M.L.S. 14 19.4 18 24.7 21 22.8 9 42.9 3 42.9 65 24.5 
...... 
M.A. + P.G.D.L. or M.L.S. 1 1.4 6 8.2 6 6.5 5 23.8 18 6.8 
Ph.D. 4 5.6 1 1.4 2 9.5 1 14.2 8 3.0 
Other 1 1.4 1 1.4 1 1.1 3 1.2 
72 100.0 73 100.0 92 100.0 21 100.0 7 100.0 265* 100.0 
* Information not given by 2 respondents 
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In Table 59 over 60% of the respondents have put in five or less years of 
library service. Thus a majority of the respondents have not had long 
years of experience in libraries. Seventy-two per cent have had no more 
than ten years' experience. Only 5.2% have had over twenty years' 
experience in libraries. 
Women have had considerably less experience than men. In contrast to 3.4% 
of the women 6.2% of the men have over twenty years' library work experience. 
On the other hand 79.6% of the women and 68.1% of the men have had no more 
than ten years' experience. 
TABLE 59 
Total Years of library Service by Sex 
Years of Service Male Female Total 
No. " No. " No. " " " " 
Under 3 47 26.3 25 28.4 72 27.0 
3 - 5 59 32.9 32 36.4 91 34.1 
6 - 10 16 8.9 13 14.8 29 10.9 
11 - 15 28 15.6 11 12.5 39 14.6 
16 - 20 18 10.1 4 4.5 22 8.2 
21 - 25 7 3.9 3 3.4 10 3.7 
26 - 30 3 1.7 3 1.1 
31 - 35 1 0.6 1 0.4 
179 100.0 88 100.0 267 100.0 
Most of those with over twenty years' library work experience are working in 
university libraries (Table 60). College librarians, on the other hand, 
have. the highest percentage of those with the least library work experience 
(under three years). A great majority of library school teachers (61.9%) 
have three to five years' experience. For public and special libraries, 
the percentage of respondents with similar experience varies from 25?' to 36?. 
Naturally the longer the work experience the higher the salary. However, 
TABLE 60 
Total Years of Library Service by Type of Library 
Years of Service University College Public & Special Library School Total 
National 
No. CY No. c' No. c' No. c' No. c' No. c' ,c ,c ,c ,c ,c ,c 
Under 3 33 26.1 11 47.8 19 25.3 7 31.8 2 9.6 72 26.9 
3 - 5 46 36.4 6 26.0 19 25.3 7 31.8 13 61.9 91 34.1 
6 - 10 10 8.0 1 4.3 11 14.7 2 9.0 5 23.9 29 10.8 
11 - 15 19 15.1 3 13.0 13 17.3 4 18.2 39 14.6 
0 16 - 20 9 7.1 2 8.7 10 13.3 1 4.5 22 . 8.2 
.... 
.... 
21 - 25 6 4.8 2 2.7 1 4.5 1 4.B 10 3.7 
26 - 30 3 2.4 3 1.1 
31 - 35 1 1.3 1 0.4 
126 100.0 23 100.0 75 100.0 22 100.0 21 100.0 267 100.0 
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as Table 61 shows, it does not always follow that all those with the 
longest experience receive the highest salary. Here 20% of the highest 
paid individuals are among those with the least years of service in libraries. 
Conversely 11% of those with over fifteen years' experience are among those 
earning the lowest salaries. 
Similarly those with the longest years of service are not necessarily those 
with the highest qualifications (Table 62). Thus half of those with Ph.D. 
have had no more than five years' library service experience. 
If anything, the results here show that those with less experience have 
higher qualifications or vice versa. 
graduate librarians (A.L.A.) over 70% 
In contrast to 12.9% of the non-
of those with the B.l.S. or a first 
degree and a professional qualification have no more than five years' 
experience. This is due to the fact that not only is librarianship fast 
becoming a graduate profession in Nigeria, as in other parts of the world, 
but also ambitious young entrants to the profession realize that they have 
to continue improving their qualifications for better career advancement 
prospects. Even the library schools are aware of this fact hence in the 
past few years they have started to offer courses that lead to higher 
quali fications. In the Department of Library Studies, University of Ibadan, 
for instance, whereas a few years ago the basic professional qualification 
offered was the postgraduate diploma, it is now a master's degree. The 
library school at Ahmadu Bello University has also intensified its master's 
degree programme. 
As anticipated, total years of library service are very much dependent on the 
respondents' current age (Table 63). The older ones are those who have put 
in the longest years of service in libraries. There are however some 
exceptions. Thus 19.7% of those over forty years of age have put in no 
more than five years' service while 7.l1~ of those aged no more than thirty 
years have served in libraries for a period of between six and ten years. 
Those employed mainly in administration have the highest percentage of those 
with the longest experience - over ten years (Table 64). Teachers and 
those (others) engaged in none of the main functions have the highest 
percentage of those with the least e~perience, no more than five years -
711~ in each case. Since administration is the only avenue for advancement 
to the top of the career ladder most of the respondents in readers' and 
TABLE 61 
Total Years of Library Service by Current Salary 
Years of Service Salary Grade Level 
OB - 09 10 - 12 13 - 14 15 - 16 Total 
No. D' No. D' No. D' No. D' No. D' ,D ,D ,D ,D ,D 
1 - 2 59 56.2 12 10.3 1 6.7 72 26.9 
3 - 5 2B 26.7 53 45.7 B 25.B 2 13.3 91 34.1 
6 - 10 5 4.B 16 13.B 7 22.6 1 6.7 29 10.9 
11 - 15 9 B.6 21 1B.1 5 16.1 4 26.7 39 14.6 
'" 
,.. 
..... 16 - 20 3 2.9 9 7.B 7 22.6 3 20.0 22 B.2 
21 - 25 1 O.B 4 3.4 3 9.7 2 13.3 10 3.7 
Over 25 1 0.9 1 3.2 2 13.3 4 1.5 
105 100.0 116 100.0 31 100.0 15 100.0 267 100.0 
Qualifications 
A.L.A. or F .L.A. 
A.L.A. + M.L.S. 
B.L.S. 
B.A. + A.L.A. or P.G.D.L. 
" 
B.A. + M.L.S. 
, 
~ M.A. + P.G.D.L. or M.L.S. 
Ph.D. 
Other 
TABLE 62 
Total Years of Library Service by Qualifications 
1 - 5 
No. 0' ,0 
4 12.9 
1 7.7 
25 78.1 
71 73.2 
48 13.8 
7 38.9 
4 50.0 
3 100.0 
163 61.0 
Years of Library Service 
6 - 15 
No. 
14 
5 
7 
19 
13 
8 
2 
68 
0' 
,0 
45.2 
3B.5 
21.9 
19.6 
20.0 
44.4 
25.0 
25.5 
Over 15 
No. 
13 
7 
7 
4 
3 
2 
36 
0' 
,0 
41.9 
53.8 
7.2 
6.2 
16.7 
25.0 
13.5 
Total 
No. 0' ,0 
31 100.0 
13 100.0 
32 100.0 
97 100.0 
65 100.0 
IB 100.0 
8 100.0 
3 100.0 
267 100.0 
t 
-~ 
Years of Service 
1 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 25 
Over 25 
21 - 30 
No. 
52 
4 
. ' ,.
92.9 
7.1 
56 100.0 
* Information lacking for I respondent 
TABLE 63 
Total Years of Library Service by Age 
Age of Respondents 
31 - 40 
No • 
97 
19 
20 
7 
1 
.' ,. 
67.4 
13.2 
13.9 
4.9 
0.6 
144 100.0 
Over 40 
No. 
13 
6 
19 
15 
9 
4 
.' ,. 
19.7 
9.1 
2B.B 
22.7 
13.6 
6.1 
66 100.0 
Total 
No. 
.' ,. 
162 60.9 
29 10.9 
39 14.7 
22 B.3 
10 3.B 
4 1.5 
266* 100.0 
, 
-~ 
Years of Service 
1 - 2 
3 - 5 
6 - 10 
11 - 20 
Over 20 
TABLE 64 
Main Functions by Total Years of Library Service 
Administration Readers' 
Services 
No. 
18 
14 
4 
26 
10 
0' 
" 
25.0 
19.4 
5.6 
36.1 
13.9 
No. 
29 
23 
5 
14 
2 
., 
,0 
39.7 
31.5 
6.8 
19.2 
2.8 
Main Functions 
Technical 
Services 
No. 
37 
23 
12 
19 
1 
., 
,. 
40.2 
25.0 
13.0 
20.7 
1.1 
Teaching 
No. 
2 
13 
5 
1 
., 
,. 
9.5 
61.9 
23.8 
4.8 
72 100.0 73 100.0 92 100.0 21 100.0 
* Information lacking for 2 respondents 
Others 
No. 
4 
1 
1 
1 
., 
,0 
57.1 
14.3 
14.3 
14.3 
7 100.0 
Total 
No. 
90 
74 
27 
60 
14 
.' ,. 
34.0 
27.9 
10.2 
22.6 
5.3 
265 *100.0 
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technical services departments are those with no more than five years' 
experience in libraries. 
Non-Professional Experience: 
Nearly 5m~ (130) of the respondents started their careers in libraries at the 
non-professional level. They later got their professional qualifications 
either through private study or through sponsorship for professional training 
in a library school. Such sponsorship comes either through the granting of 
a study leave with pay by the employers or through the award of a government 
scholarship. 
Years of non-professional experience ranged from one to eighteen years, the 
mean being four years. Nearly half (47.7%) of those who started their 
library careers at the non-professional level spent only one or two years at 
that level (Table 65). Very few (10 or 7.7%) spent more than ten years at 
the non-professional level. 
TABLE 65 
Years of Non-Professional Experience by Sex 
Non-Professional Years Male Female Total 
No. '" No. '" No. '" " ,. ,. 
1 - 2 36 40.0 26 65.0 62 47.7 
3 - 5 29 32.2 9 22.5 38 29.2 
6 - 10 15 16.7 5 12.5 20 15.4 
11 - 15 9 10.0 9 6.9 
16 - 20 1 1.1 1 0.8 
90 100.0 40 100.0 130 100.0 
Table 66 shows that 58 respondents from university libraries (46%), 8 from 
college libraries {34.8~~), 44 from public libraries {58. 7~O, 11 from special 
libraries (50~~) and 9 from library schools (42.9~~) had had some non-professional 
Non-Professional Years 
1 - 2 
3 - 5 
6 - 10 
-
11 - 15 
I 
16 - 20 
TABLE 66 
Years of Non-Professional Experience by Type of Library 
University 
No. 
30 
11 
10 
6 
1 
0' 
'0 
51.7 
19.0 
17.2 
10.3 
1.7 
58 100.0 
College 
No. 
4 
2 
2 
'" ,0 
50.0 
25.0 
25.0 
8 100.0 
Public & 
National 
No. 
16 
20 
6 
2 
0' 
,0 
36.4 
45.5 
13.6 
4.5 
44 100.0 
Special 
No. 
6 
3 
1 
1 
0' 
,0 
54.5 
27.3 
9.1 
9.1 
11 100.0 
Library 
School 
No. 
6 
2 
1 
0' 
,0 
66.6 
22.2 
11.1 
9 100.0 
Total 
No. 
62 
3B 
20 
9 
1 
0' 
,0 
47.7 
29.2 
15.4 
6.9 
O.B 
130 100.0 
experience. Thus respondents from public libraries have the highest 
proportion of those with non-professional experience, while respondents 
from college libraries have the least. Library school teachers have the 
highest proportion of those with the least non-professional experience - no 
more than two years. On the other hand, respondents from university libraries 
have the highest percentage of people with the longest non-professional 
experience - more than ten years. 
Professional Experience: 
Years of professional experience ranged from one to 29 years and the mean 
was 5.6 years. In Table 67 105 respondents (39.4%) had had one or two 
years' professional experience only. A majority of the respondents (68.3%) 
had had no more than five years' professional experience behind them. At 
the other extreme only three individuals (1.1%) had over twenty years' 
professional experience. 
TABLE 67 
Years of Professional Experience by Sex 
Professional Years Male Female Total 
No. 0' No. '" No. 0' ,0 ,. ,0 
1 - 2 69 3B.5 36 40.9 105 39.4 
3 - 5 59 32.9 18 20.5 77 2B.9 
6 - 10 14 7.9 24 27.3 38 14.2 
11 - 15 30 l6.B 8 9.1 38 14.2 
16 - 20 4 2.2 2 2.2 6 2.2 
21 - 25 1 0.6 1 0.4 
26 - 30 2 1.1 2 0.7 
179 100.0 BB 100.0 267 100.0 
Generally men have had more professional experience 
of the women had more than ten years' experience in 
than women. Only 11.3% 
contrast to 20. 7?~ of 
179 
the men. No woman had over twenty years' professional experience but three 
men had so much experience, This difference in length of experience 
accounts for a considerable amount of the salary differentials between men 
and women. 
Respondents from public libraries and the National Library have the highest 
percentage of those with the longest professional experience (of over ten 
years). This is brought out clearly in Table 68 where 22.6% of public 
librarians have such experience. This is in sharp contrast to library 
school teachers among whom only one (4.8%) had over ten years' professional 
experience, With 47.8r~eollege librarians have the'highest percentage of 
those with the least professional experience (one or two years). The largest 
group of library school teachers are those with 3 - 5 years professional 
ex per ience (42. 9~O • 
Though in Table 69 those with over 20 years' professional experience are also 
the highest paid, it is not always that salary matches with experience. 
Over one quarter of the highest paid respondents had no more than five years' 
professional experience. On the other hand, only one quarter of those with 
16 - 20 years experience are among the highest paid individuals. In the 
majority of cases, however, salary tends to be fairly related to professional 
experience. 
Table 70 tries to relate professional experience to the main functions of the 
respondents. Those involved in administration have by far the greatest 
proportion of those with long experience. A little over 40% of these 
respondents have over ten years' professional experience. The profile of 
experience of those working in readers' services and technical services 
departments are similar. If people who work in technical and readers' 
services departments have similar experience (and similar qualifications), 
there is an obvious advantage in this from the managerial point of 
offers an opportunity for administrators to explore the interests, 
view. This 
aptitudes and 
skills of staff at this level so as to place them in departments where their 
abilities could be utilized fully. In this way 
make maximum use of staff while at the same time 
to derive maximum job satisfaction. 
management would be able to 
offering them opportunity 
There seems to be an inverse relationship between years of professional experien 
and qualifications. In Table 71 those with long experience tend to have lower 
Professional Years 
1 - 2 
3 - 5 
6 - 10 
11 - 15 
0 16 - 20 CD 
..... 
21 - 25 
26 - 30 
TABLE 68 
Years of Professional Experience by Type of Library 
University 
No. 
50 
37 
17 
20 
1 
1 
.' " 
39.7 
29.4 
13.5 
15.9 
0.8 
0.8 
126 100.0 
College 
No. 
11 
8 
1 
3 
IV 
,0 
47.8 
34.8 
4.3 
12.9 
23 100.0 
Public & 
National 
No. 
29 
20 
9 
11 
4 
2 
IV 
,0 
38.6 
26.7 
12.0 
14.7 
5.3 
2.6 
75 100.0 
Special 
No. 
10 
3 
5 
4 
" 
" 
45.5 
13.6 
22.7 
18.1 
22 100.0 
Library 
School 
No. 
5 
9 
6 
1 
0' 
" 
23.8 
42.9 
28.6 
4.8 
21 100.0 
Total 
No. 
105 
77 
38 
38 
6 
1 
2 
IV 
" 
39.4 
28.9 
14.2 
14.2 
2.2 
0.4 
0.7 
267 100.0 
Years of Professional Experience 
1 - 2 
3 - 5 
6 - 10 
~ 11 - 15 
0 16 - 20 ~ 
Over 20 
TABLE 69 
Years of Professional Experience by Salary 
OB - 09 
No. 
B2 
17 
2 
4 
" " 
7B.l 
16.2 
2.0 
3.B 
105 100.0 
10 - 12 
No. 
22 
47 
27 
IB 
2 
" 
'" 
1B.9 
40.5 
23.3 
15.5 
l.B 
116 100.0 
Salary Grade Level 
13 - 14 15 - 16 
No. 
10 
7 
11 
3 
" 
'" 
32.3 
22.6 
35.5 
9.7 
31 100.0 
No. 
1 
3 
2 
5 
1 
3 
" ,0 
6.7 
20.0 
13.4 
33.3 
6.7 
20.0 
15 100.0 
Total 
No. 
105 
77 
3B 
38 
6 
3 
" 
'" 
39.3 
2B.9 
14.2 
14.2 
2.2 
1.2 
267 100.0 
N 
:0 
.... 
TABLE 70 
Main Functions by Years of Professional Experience 
Years of Professional 
Experience 
1 - 2 
3 - 5 
6 - 10 
11 - 20 
Over 20 
Administration 
No. 
19 
20 
4 
26 
3 
0' 
,0 
26.4 
27.8 
5.6 
36.1 
4.1 
72 100.0 
Readers' 
Services 
No. 
39 
17 
8 
9 
0' 
,0 
53.4 
23.3 
11.0 
12.3 
73 100.0 
* Information lacking for 2 respondents 
Main Funvtions 
Technical Teaching 
Services 
No. 
49 
20 
16 
7 
0' 
,0 
53.3 
21.7 
17.4 
7.6 
92 100.0 
No. 
5 
9 
6 
1 
0' 
,0 
23.8 
42.9 
2B.6 
4.7 
21 100.0 
Other 
No. 
4 
1 
1 
1 
0' 
,0 
57.1 
14.3 
14.3 
14.3 
7 100.0 
Total 
No. 
116 
67 
35 
44 
3 
0' 
" 
43.8 
25.3 
13.2 
16.6 
1.1 
265* 100.0 
qualifications. Thus 44.4% of respondents with over 15 years' 
professional experience are non-graduate librarians with only the A.L.A. 
Only 6.6% of those with the least experience (1 - 5 years) have such 
qualification. Postgraduate qualifications at the level of a master's 
degree in a subject field or a Ph.D., however, do need time to obtain. 
They normally require some experience too. In this case the advantage 
is on the side of those with longer professional experience. Therefore a 
higher percentage of those with over five years' experience than those with 
less have such qualifications. Here again a higher percentage of those with 
6 - 15 year~ experience than those with over 15 years' experience have these 
high qualifications. Generally the trend tends to support the view that 
with passage of time higher qualifications are demanded of new entrants to 
the profession or even of existing professionals who wish to advance. 
Therefore those with shorter professional experience tend to have higher 
qualifications. 
Naturally age tends to be related to professional experience. The older the 
-individual the more professional experience he is likely to have. Table 72 
provides a proof of this with regard to the respondents. Years of professional 
experience tends to be positively related to age. Thus 98.2% of those aged 
21 - 30 have no more than five years' experience while only respondents of 
over 40 years of age have more than 15 years' professional experience. 
Age at First Professional Appointment: 
The ages at which respondents received their first professional appointments 
in libraries or library schools ranged from about 21 to over 45. The mode 
was 26 - 30 (Table 73). Over 60% (165) of the. respondents started their 
professional careers before attaining the age of 31, while 2.7% (7) started 
theirs after 40. 
Female respondents tended to begin their professional careers at an earlier 
age than their male counterparts. Thus 23% of the women got their first 
professional appointment between the ages of 21 and 25 while only a little 
above half of that percentage (12.9%) in the case of men started their 
professional careers at the same age. By the age of 30 74.7% of the women 
had begun their professional careers in libraries in contrast to 56.2% of 
the men. Only one woman (1.1%) had her first professional appointment after 
Qualifications 
A.L.A. or F .L.A. 
A.L.A. + M.L.S. 
B.L.S. 
B.A. + A.L.A. or P.G.D.L. 
:t 
Xl B.A. + M.L.S. 
... 
M.A. + P.G.D.L. or M.L.S. 
Ph.D. 
Other 
TABLE 71 
Years of Professional Experience by Qualifications 
1 - 5 
No. 
12 
1 
31 
76 
49 
7 
3 
3 
182 
. ' ,.
6.6 
0.7 
17.0 
41.B 
26.9 
3.8 
1.6 
1.6 
100.0 
Years of Professional Experience 
6 - 15 Over 15 
No • 
15 
11 
1 
20 
14 
11 
4 
76 
.' ,. 
19.7 
14.5 
1.3 
26.3 
18.4 
14.5 
5.3 
100.0 
No. 
4 
1 
1 
2 
1 
9 
0' 
,0 
44.4 
11.1 
11.1 
22.2 
11.1 
100.0 
Total 
No. 
31 
13 
32 
97 
65 
18 
8 
3 
267 
.' ,0 
11.6 
4.9 
12.0 
36.3 
24.3 
6.7 
3.0 
1.2 
100.0 
" :0 
.... 
TABLE 72 
Professional Experience by Age 
Years of Professional Experience 
1 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 30 
21 - 30 
No. 
55 
1 
0' 
,0 
98.2 
loB 
56 100.0 
* Information not available for 1 respondent 
Age of Respondents 
31 - 40 
No. 
107 
28 
9 
0' 
,0 
74.3 
19.4 
6.3 
. 144 100.0 
Over 40 
No. 
19 
9 
29 
6 
3 
0' 
,0 
2B.8 
13.6 
43.9 
9.1 
4.6 
66 100.0 
Total 
No. 0' ,0 
181 68.0 
38 14.3 
38 14.3 
6 2.3 
3 1.1 
266 * 100.0 
186 
the age of 40 but six men (3.4%) did. 
TA8LE 73 
Age at First Professional Appointment by Sex 
Age in Years Male Female Total 
No. 0' No. 0' No. O' .0 
" 
., 
21 - 25 23 12.9 20 23.0 43 16.2 
26 - 30 77 43.3 45 51.7 122 46.0 
31 - 35 59 33.1 16 18.4 75 28.3 
36 - 40 13 7.3 5 5.7 18 6.8 
41 - 45 5 2.8 1 1.1 6 2.3 
46 - 50 1 0.6 1 0.4 
178 100.0 87 100.0 265* 100.0 
* Information lacking for 2 respondents 
In Table 74 respondents from library schools have the highest proportion 
(28.6%) of those who got their first professional appointment at the earliest 
age of 21 - 25. To the respondents from university libraries belongs the 
highest percentage (10.4%) of those who started their professional careers 
after the age of 35. No respondent from college libraries or library 
. schools started their professional careers after the age of 40. 
Definitely starting one's professional career at an early age increases one's 
chances of getting to the top of the career ladder. In Table 75 a far greater 
percentage of respondents who started their professional careers before the 
age of 36 than those who started later are currently on grade levels 15 and 16 
of the public service salary scale. Whereas 5.4% of the former are earning 
these top salaries only 0.8~~ of the latter do. After the starting age of 
25, the percentage of those on levels 13 - 16 in each starting age group falls 
drasticall y • For instance 23.2% of those who started their professional 
careers at the age of 21 - 25 are on grade levels 13 - 16 whereas 17.2% of 
respondents who started at 26 - 30 are on the same levels: 14.7% of those 
starting at 31 - 35, etc. 
.... 
co 
..... 
TABLE 74 
Age at First Professional Appointment by Type of Library 
Age 
21 - 25 
26 - 30 
31 - 35 
36 - 40 
41 - 45 
46 - 50 
University 
No. 
17 
59 
36 
10 
3 
.' ,. 
13.6 
47.2 
28.8 
8.0 
2.4 
125 100.0 
College 
No. 
3 
12 
6 
2 
.' ,. 
13.0 
52.2 
26.1 
8.7 
23 100.0 
* Information not available for 2 respondents 
Public & 
National 
No. 
13 
31 
23 
4 
2 
1 
.' ,. 
17.6 
41.9 
31.1 
5.4 
2.7 
1.4 
74 100.0 
Special 
No. 
4 
9 
7 
1 
1 
.' ,. 
18.2 
40.9 
31.8 
4.5 
4.5 
22 100.0 
Library School 
No. 
6 
11 
3 
1 
1 
.' ,. 
28.6 
52.4 
14.3 
4.8 
21 100.0 
Total 
No. 
43 
122 
75 
18 
6 
1 
.' ,. 
16.2 
46.0 
28.3 
6.8 
2.3 
0.4 
265 * 100.0 
IX) 
IX) 
.... 
Age 
21 - 25 
26 - 30 
31 - 35 
36 - 40 
Over 40 
TABLE 75 
Age at First Professional Appointment by Current Salary 
OB - 09 
No. 
10 
45 
36 
8 
4 
" ,0 
23.3 
36.9 
48.0 
44.4 
57.1 
103 38.9 
10 - 12 
No. 
23 
56 
28 
7 
2 
0' 
,0 
53.5 
45.9 
37.3 
38.9 
28.6 
116 43.8 
Salary Grade Level 
13 - 14 
No. 
6 
17 
6 
2 
0' 
,0 
14.0 
13.9 
8.0 
11.1 
31 11.7 
* Information not available for 2 respondents 
15 - 16 
No. 
4 
4 
5 
1 
1 
15 
.-
,0 
9.2 
3.3 
6.7 
5.6 
14.3 
5.6 
Total 
No. 
43 
122 
75 
18 
7 
0' 
,0 
100.0 
100.0 
100.0 
100.0 
100.0 
265* 100.0 
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The age at which a respondent began his professional career did not seem 
to influence his or her ultimate qualifications very much and vice versa. 
In Table 76 there is no clear cut pattern of relationship between qualification 
and the ages at which respondents began their professional careers. Those 
who got their first professional appointments at the different age ranges 
have similar proportions of non-graduate librarians (A.L.A.), except those 
who started between the ages of 26 and 30 who have significantly less 
proportion of non-graduate librarians than the rest. The Ph.D. degree on 
the other hand is possessed only by those who began their careers between the 
ages of 26 and 40. The qualification possessed by the largest number of 
individuals is a first degree and the A.L.A. or postgraduate diploma (B.A. + 
A.L.A. or P.G.D.L.). It is the qualification of 97 respondents (36.6%). 
However only one quarter (25.6%) of respondents who began their careers at 
the ages of between 21 and 25 possess this qualification while other starting 
age groups have this qualification in much higher proportions. On the other 
hand, those of this starting age group of 21 - 25 being much younger than the 
rest have a greater percentage of those who have the recently introduced 
beginning professional qualification, a first degree in a subject field and 
a master's degree in librarianship (M.L.S.). 
One would expect that a high proportion of those who studied librarianship in 
their first degree programmes (B.L.S.) would begin their professional careers 
at an early age. This has not turned out to be true in this instance. Over 
half (53.3%) of B.L.S. graduates started their professional careers after the 
age of 30. 
The older librarians seem to have started their professional careers generally 
at a later age than the younger ones, as shown in Table 77., Whereas 31.5% 
of those respondents whose present age is 21 - 30 started their careers at 
the age of 21 - 25, 14.5% of those currently aged 31 - 40 started at that 
age, while only 7.6% of librarians of over 40 years of age started their 
professional careers at the same period of their lives. On the other hand 
22.7% of the oldest respondents (over 40) had their first professional 
appointments after the age of 35, while only 6.9% of those currently aged 
31 _. 40 did so. 
Study Leave: 
Various studies in developed countries have shown that many librarians (and 
0 
er.. 
..... 
TABLE 76 
Age at First Professional Appointment by Qualifications 
QUalifications 
A.L.A. 
A.L.A. + M.L.S. 
B.L.S. 
B.A. + A.L.A. or P.G.D.L. 
B.A. + M.L.S. 
M.A. + P.G.D.L. or M.L.S. 
Ph.D. 
Other 
21 - 25 
No. 
7 
4 
2 
11 
14 
5 
.' ,. 
16.3 
9.3 
4.7 
25.6 
32.6 
11.5 
43 100.0 
* Information lacking for 2 respondents 
Age at First Professional Appointment 
26 - 30 31 - 40 Over 40 
No. 
11 
5 
12 
51 
29 
7 
6 
1 
., ,. 
9.0 
4.1 
9.B 
41.B 
23.B 
5.7 
4.9 
0.9 
122 100.0 
No. 
12 
4 
15 
32 
22 
5 
2 
1 
.' ,. 
12.9 
4.3 
16.1 
34.4 
23.6 
5.4 
2.2 
1.1 
93 100.0 
No. 
1 
1 
3 
1 
1 
.' ,. 
14.3 
14.3 
42.B 
14.3 
14.3 
7 100.0 
Total 
No. 
31 
13 
30 
97 
65 
IB 
·B 
3 
.' ,. 
11.7 
4.9 
11.3 
36.6 
24.5 
6.B 
3.0 
1.2 
265* 100.0 
.... 
0\ 
.... 
TABLE 77 
Age at First Professional Appointment by Current Age 
Age at First Professional 
Appointment 
21 - 25 
26 - 30 
31 - 35 
36 - 40 
Over 40 
21 - 30 
No. 
17 
37 
.' " 
31.5 
68.5 
54 100.0 
* Information lacking for 2 respondents 
Current Age of Respondents 
31 - 40 Over· 40 
No. 
21 
60 
54 
10 
" ,0 
14.5 
41.4 
37.2 
6.9 
145 100.0 
No. 
5 
25 
21 
8 
7 
0' 
,0 . 
7.6 
37.9 
31.8 
12.1 
10.6 
66 100.0 
Total 
No. 
43 
122 
75 
18 
7 
0' 
,0 
16.2 
46.0 
28.3 
6.8 
2.7 
265* 100.0 
other professionals as well) do discontinue their professional careers 
for some time for one reason or another. Margaret Slater,5 for instance, 
found that 81% of her sample had interrupted their careers at one stage or 
another. The main reasons given for such interruptions are change to other 
occupations for a brief period (49%), time off to study (44%), domestic 
reasons (18%), armed services (151~), unemployment (71~) and ill-health (2%). 
Women who marry and withdraw from the profession, either temporarily or 
permanently, to raise a family do cause considerable wastage of trained 
manpower in the profession. Kuhn and Poole6 found that of 127 women in their 
sample 77 or 611~ had withdrawn from the service within the first six years of 
their library careers. 
In the present study the only evidence of interruption of service found was 
periods of study leave granted to individuals to enable them to gain 
additional qualifications. Strictly speaking, this cannot be regarded as a 
discontinuation of service. It is rather a very commonly used and effective 
method of staff development. It enables members of staff to travel to any 
part of the world where required training can be obtained. Such members of 
staff are released from their official duties 
obtain the desired qualification. 
too for the cost of the training. 
funds are 
for as long as necessary to 
often provided by the employers 
Among the respondents 116 individuals (43.4%) had been granted study leave 
at various times. Of these 18 (15.5% of them) had each been granted study 
leave twice. Table 78 shows how the periods of study leave have been 
distributed according to sex. 
TA8LE 78 
Number of Study Leaves 
No. Male female Total 
No. " No. 0' No. " ,0 
" 
,0 
1 71 79.8 27 100.0 98 84.5 
2 18 20.2 18 15.5 
89 100.0 27 100.0 116 100.0 
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Eighty-nine men (49.7% .of the men) and 27 wamen (30.7% .of the women) have 
enjoyed such benefit. All the 18 wha were granted study leave twice are 
men. 
Total periods .of study leave granted ta individuals ranged from .one to seven 
years, one .or twa years being the made (Table 79). Nearly 90% (104) .of 
thase wha benefitted were each granted 1 - 2 years' study leave. Seven 
persons (6%) had 3 - 4 years' leave and five per sans (4.3%) 5 - 7 years' 
leave altogether. No woman was granted more than four years·' study leave 
and only one was granted three or faur years. 
TABLE 79 
Years of Study Leave 
Years of leave Male female Total 
No. " No. O' Na. D' ,D ,D ,D 
1 - 2 78 87.6 26 96.3 104 89.7 
3 - 4 6 6.7 1 3.7 7 6.0 
5 - 7 5 5.6 5 4.3 
89 100.0 27 100.0 116 100.0 
forty-six (36.5~O of the respondents from university libraries, eight (34.8~O 
of thase from college libraries, 43 (57 .3~') public librarians, 12 (54.5%) 
special librarians, and seven (33.3%) library school teachers had been granted 
study leave for various lengths .of time - Table 80. Thus public librarians 
have the highest percentage of members of a graup who have had study leave, 
while library school teachers have the least. It is iranic that 
respondents from university libraries and library schaols, where there is 
greater emphasis an high academic qualifications and where academic status 
implies alsa being granted study leave after a specified period .of service, 
. have lower percentages .of peaple wha had been granted study leave than 
respandents fram public libraries, where supposedly there is less emphasis 
on high academic qualificatians. Special librarians have the highest 
percentage .of thase wha had been granted aver twa years' study leave. 
Years of Study Leave 
1 - 2 
3 - 4 
5 - 7 
TABLE 80 
Years of Study Leave by Type of Library 
University 
No. "' 
" 
39 84.8 
5 10.8 
2 4.4 
46 100.0 
College 
No. "' 
" 
8 100.0 
8 100.0 
Public & 
National 
No. "' 
" 
40 93.0 
1 2.3 
2 4.7 
43 100.0 
Special 
No. " 
" 
10 83.3 
1 8.3 
1 8.3 
12 100.0 
Library 
School 
No. "' " 
7 100.0 
7 100.0 
Total 
No. " 
" 
104 89.7 
7 6.0 
5 4.3 
116 100.0 
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Overseas Employment: 
Some of the respondents have at one time or another worked in libraries 
outside the country. Such individuals are either expatriates who had 
worked in their home countries before coming to Nigeria or Nigerians who, 
after gaining their professional qualifications abroad, work for some time 
in the countries where they were trained before returning home. 
There were 56 respondents, both Nigerians and foreigners, who had had some 
professional experience outside the-country. Table Bl shows that 25 of 
them (44.7%) had under three years' professional experience outside the 
country. Fifteen (26.B%) had 3 - 5 years' overseas experience, 11 (19.7%) 
6 - 10 years, and 5 (9%) 11 - 15 years. 
TABLE Bl 
Years of Overseas Employment 
Years of Employment Male Female Total 
No. • No. • No. • • • • 
Under 3 13 54.2 12 37.5 25 44.7 
3 - 5 6 25.0 9 2B.l 15 26.B 
6-
- 10 4 16.7 7 21.B 11 19.7 
11 - 15 1 4.2 4 12.4 5 9.0 
24 100.0 32 100.0 56 100.0 
More women than men had been employed overseas - probably because there 
are more expatriate women than men. Women have also had longer overseas 
experience than men. For instance 34.2% of the women and 20.9% of the men 
worked for more than five years abroad. 
Heads of Libraries: 
Among the respondents there are 37 heads of libraries and the head of a 
196 
library school, making 38 heads of institutions (14.2% of the respondents). 
These consist of 31 men (17.3% of the men) and 7 women (8% of the women). 
Thus proportionately men had twice as many heads of institutions as women 
(Table 82). 
TABLE 82 
Headship of Library by Sex 
Category of Respondents Male Female Total 
No. • No. • No • • • • • 
Heads 31 17.3 7 8.0 38 14.2 
Non-Heads 148 82.7 81 92.0 229 85.8 
Total 179 100.0 88 100.0 267 100.0 
With regard to·the distribution of headships according to types of libraries, 
Table 83 shows that respondents from special libraries have by far the 
highest proportion of heads of libraries (40.9%). Respondents from college 
libraries have the second highest proportion (30.4%). This has to do with 
the size of these types of libraries in Nigeria. Special, college and 
polytechnic libraries are small libraries, usually newly established, and 
manned by a few trained librarians, in some cases one librarian only. Thus 
in this sample there are the same number of heads from special libraries as 
from university libraries which have nine times other librarians as special 
libraries. 
McDiarmid7 and Harvey8,9,10 have convincingly established the importance 
of variety of experience 
the heads of libraries. 
in the careers of successful librarians, especially 
Here the heads of libraries do not reflect much 
variety of experience of headship as reflected by the number of libraries 
they have headed to date. None of the seven women has headed any other 
library before their current ones. Only five men have headed one other 
library before the present ones they are heading, and one has headed two 
libraries previously. 
Category of Respondents 
University 
No. ~o 
Heads 9 7.1 
Non-Heads 117 92.9 
Total 126 100.0 
TABLE B3 
Headship by Type of Library 
College 
No. " 
" 
7 30.4 
16 69.6 
23 100.0 
Type of Library 
Public 
No. , " 
" 
12 16.0 
63 84.0 
75 100.0 
Special 
No. " " 
9 40.9 
13 59.1 
22 100.0 
Library School 
No. ~o 
1 4.8 
20 95.2 
21 100.0 
Total 
No. " 
" 
38 14.2 
229 85.8 
267 100.0 
Table 84 shows the number of libraries headed to date by these heads of 
libraries and according to the different types of libraries they are 
currently heading. Heads of university libraries have had greater variety 
of experience than the rest. Three of them (33.3%) have headed two 
libraries each. The man with the greatest variety of experience of 
headship, having headed three libraries, is a director of a state library 
board (public library). 
An equally important aspect of experience is its length. The majority of 
the heads of libraries have very short experience of headship. 
(55.3%) have been heads of libraries for only one or two·years. 
Twenty-one 
Another 
eight (21.1%) have headed libraries for 3 - 5 years, while seven (18.4%) 
have been heads for 6 - 10 years. Only two (5.2%) have held headships for 
over ten years (15 and 23 years respectively). 
There have not only been proportionately fewer female heads than male, also 
women have had shorter experience of headship than men (Table 85). None 
of the female heads has had over five years' headship experience. 
Heads of university and public libraries have had the longest headship 
experience (Table 86). The two heads with over ten years experience come 
from these libraries. Furthermore 33.3% of these heads (in each case) have 
had over five years' headship experience, the highest percentage with such 
experience in all types of libraries. This is explained mainly by the 
fact that university and public libraries are the oldest types of libraries 
in existence in Nigeria. 
and well-organized and they 
Consequently many of them are well-established 
tend to attract staff with long experience. 
The heads of libraries have secured their present positions either through 
external appointment or by internal promotion to fill the existing vacancies 
at these top positions. Many more (26) secured their top posts through 
external appointment than internal promotion (12). Twenty-one men and 
five women got their present headships by external appointment. Ten men 
and two women, on the other hand, rose to the headships through internal 
promotion in the libraries where they were working. 
Many new libraries are still being established in Nigeria. For instance, 
the Federal Government plans to establish a university, a polytechnic and an 
advanced teachers' college in each of the 19 states. ll Three such 
'" 
'" .... 
No. of Headships 
1 
2 
3 
University 
No. 
6 66.7 
3 33.3 
9 100.0 
TABLE 84 
Number of Headships by Type of Library 
College 
No. 
.' ,. 
6 85.7 
1 14.3 
7 100.0 
Type of Library 
Public 
No. '" ,. 
11 91.7 
1 8.3 
12 100.0 
Special 
No. '" ,. 
8 88.9 
1 11.1 
9 100.0 
Library 
School 
No. 
.' ,. 
1 100.0 
1 100.0 
Total 
No. 
.' ,0 
32 84.2 
5 13.2 
1 2.6 
38 100.0 
Years of Headship 
1 - 2 
3 - 5 
6 - 10 
Over 10 
TABLE 85 
Total Years of Headship by Sex 
No. 
18 
4 
7 
2 
31 
Male 
0' 
" 
58.1 
12.9 
22.6 
6.4 
100.0 
No. 
3 
4 
7 
female 
"' 
'" 
42.9 
57.1 
100.0 
No. 
21 
8 
7 
2 
38 
Total 
0' 
" 
55.3 
21.1 
18.4 
5.2 
100.0 
Years of Headship 
1 - 2 
3 - 5 
.... 
:::> 
'" 6 - 10 
Over 10 
University 
No. 
4 
2 
2 
1 
.' ,. 
44.4 
22.2 
22.2 
11.1 
9 100.0 
TABLE 86 
Total Years of Headship by Type of Library 
College 
No. 
6 
1 
.' ,. 
85.7 
14.3 
7 100.0 
Type of Library 
Public 
No. 
6 
2 
3 
1 
IV ,. 
50.0 
16.7 
25.0 
8.3 
12 100.0 
Special 
No. 
4 
4 
1 
.' ,. 
44.4 
44.4 
11.1 
9 100.0 
Library 
School 
No. 
.' ,. 
1 100.0 
1 100.0 
Total 
No. 
21 
8 
7 
2 
.' ,. 
55.3 
21.1 
18.4 
5.2 
38 100.0 
universities are taking off in Bauchi, Benue and Imo states this year.12 
Some other states,like Anambra, Bendel, Imo and Rivers State~havealso 
embarked on the establishment of·state universities. Colleges of technology 
are also being established by federal and state governments. 
will go along with the new academic institutions. 
New libraries 
States that do not have public library services yet intend to establish them 
in the near future. Many of these proposals are contained in the Fourth 
National Development Plan.13 All these imply that in the near future, as 
at now, appointment to headship of libraries is more likely to be by 
external appointment than internal promotion. 
In Table 87 all heads of college and polytechnic libraries and the head of 
library school got their current positions by external appointment. The 
majority of public and special library heads got their positions by external 
appointments too. In the case of heads of university libraries, a majority 
(55.6%) rose to their headships by internal promotion in the university 
libraries in which they were already working. 
The age at which a respondent got his/her first professional appointment does 
not seem to be an important factor in securing a headship (Table 88). The 
ages of heads of libraries and the other respondents at their first 
professional appointments are distributed more or less in similar proportions 
from 21 - 25 to over 40. Late entry to the profession then does not seem 
to reduce one's career prospects significantly if at all. 
As expected, there is significant positive relationship between headship of 
a library and salary (Table 89). Thus 36.8% of heads of libraries are 
on salary grade levels 15 and 16 while only one ordinary respondent (0.4%) 
is on the same level. Alternatively, 93.3% of those on salary grade levels 
15 and 16 are heads of libraries. It should be noted, however, that some 
heads of libraries (5 or 13.2%) are among the least paid respondents. 
These are heads of small libraries, usually special and college libraries. 
Such libraries are usually newly established, have small collections and 
need only the services of a recently qualified librarian or one with little 
experience. 
In Table 90,headship of a library does not seem to depend very much on an 
individual's qualifications. Thus 23.7% of the heads are non-graduate 
'" o N 
Recruitment Method 
External appointment 
Internal promotion 
TABLE 87 
Method of Recruitment to Current Headship by Type of library 
University 
No. " " 
4 44.4 
5 55.6 
9 100.0 
College 
No. " " 
7 100.0 
7 100.0 
Type of Library 
Public 
No. " 
" 
7 58.3 
5 41.7 
12 100.0 
Special 
No. " " 
7 77.8 
2 22.2 
9 100.0 
Library 
School 
No. " 
" 
1 100.0 
1 100.0 
Total 
No. " " 
26 68.4 
12 31.6 
38 100.0 
TABLE 8B 
Age at First Professional Appointment by Headship of Library 
Age Heads of Libraries Others Total 
No. '" No. '" No. 0' ,0 ,0 ,0 
21 - 25 6 15.8 37 16.3 43 16.2 
26 - 30 15 39.5 107 47.1 122 46.0 
31 - 35 13 34.2 62 27.3 75 2B.3 
36 - 40 3 7.9 15 6.6 18 6.8 
Over 40 1 2.6 6 2.6 7 2.7 
38 100.0 227 100.0 265* 100.0 
* Information lacking for 2 respondents 
TABLE 89 
Headship of Library by Salary 
Salary Grade Heads Non-Heads Total 
Level No. 0' No. 0' No. 0' 
" " " 
08 - 09 5 13.2 ( 4.8)* 100 43.7 (95.2) 105 39.3 (100.0) 
10 - 12 9 23.7 ( 7.8) 107 46.7 (92.2) 116 43.4 (100.0) 
13 - 14 10 26.3 (32.3) 21 9.2 (67.7) 31 11.6 (100.0) 
15 - 16 14 36.8 (93.3) 1 0.4 ( 6.7) 15 5.6 (100.0) 
38 100.0 229 100.0 267 100.0 
* Figures in brackets show row percentages 
librarians (with A.L.A. only) in contrast to only 9.6% of the other 
respondents who are non-graduates. Looked at from another perspective 
there are as many individuals with the highest qualification (Ph.D.) among 
the heads of libraries as among the rest - four in each case. Even someone 
without a professional qualification (other) has been appointed the director 
of a state library board (though in an acting capacity). The situation shows 
that librarians with any type of qualifications could rise or be appointed 
to headship of libraries of one type or another. 
TABLE 90 
Qualifications by Headship of Library 
Qualifications Heads of Libraries Non-Heads Total 
No. 
.' No. .' No. O' ,. ,. ,. 
A.L.A. or F.L.A. 9 23.7 22 9.6 31 11.6 
A.L.A. + M.L.S. 4 10.5 9 3.9 13 4.9 
B.L.S. 3 7.9 29 12.7 32 12.0 
Bachelor's Degree 
+ A.L.A. or P.G.D.L. 12 31.6 85 37.1 97 36.3 
Bachelor's Degree + M.L.S. 5 13.2 60 26.2 65 24.4 
Master's Degree 
+ P.G.D.L. or M.L.S. 18 7.9 18 6.7 
Ph.D. 4 10.5 4 1.7 8 3.0 
Other 1 2.6 2 0.9 3 1.1 
38 100.0 229 100.0 267 100.0 
Professional experience, however, is of considerable importance in rising to 
a headship, especially of the large libraries. In Table 91 a much higher 
percentage of the heads than the others have over fifteen years' professional 
experience - 13.1% and 1.8% respectively. A vast majority of those with 
1 - 2 or 3 - 5 years' professional experience (93.3% and 89.6% respectively) 
are not heads of libraries on the other hand. 
lU6 
TABLE 91 
Headship of library by Professional Experience 
Years of professional Heads of libraries Others Total 
experience No. 0' No. O' No. O' ,0 ,0 ,. 
1 
- 2 7 18.4 98 42.8 105 39.3 
3 
- 5 8 21.1 69 30.1 77 28.8 
6 - 10 5 13.2 33 14.4 38 14.3 
11 - 15 13 34.2 25 10.9 38 14.3 
16 - 20 2 5.3 4 1.8 6 2.2 
Over 20 3 7.8 3 1.1 
38 100.0 229 100.0 267 100.0 
Usefulness of Subject Background: 
The Unesco Seminar on the Development of Public Libraries in Africa held 
in Ibadan in 1953 is important not only as an impetus to the development of 
public libraries in Africa. It was also very instrumental to the development 
of library schools and library education. The final report on "library 
Training in Africa" submitted and adopted at the Seminar recommended that 
"a limited number of library schools of high calibre be established in Africa 
to provide full-scale professional training at the leadership level." It 
went on to recommend further that "Library schools located in Africa should 
require university graduation or its equivalent for admission to the programme 
of full-scale professional training at the leadership level.,,14 
Since the above recommendation was made a lot of acrimonious argument has 
been going on over the level at which professional education should be offered 
in Nigeria. The library school at the University of Ibadan which was 
established seven years after the seminar as a result of subsequent actions 
taken to implement the recommendations of the seminar has followed the above 
recommendations to the letter. All its professional education programmes 
have been at the postgraduate level. 
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The library school at Ahmadu Bello University, which was established eight 
years later, has taken a different, and perhaps more pragmatic, point of 
view. Conscious of the urgent need to attract sufficient students from 
its catchment area, the school offers a first degree programme in library 
science (B.L.S.) as its basic professional education programme. Since 
that time a sharp division has existed between the leaders of the two 
library schools over the philosophy of a basic professional education programme 
and at what level it should be offered. 
The main bone of contention has been whether a first degree course in library 
science gives the student enough subject background in a.discipline outside 
the field of librarianship to be able to perform effectively in situations 
requiring sound subject knowledge, especially in academic and 
libraries. Many librarians take the view that it does not. 
among such is Adetunji Akinyotu who maintains that 
special 
Typical 
Undergraduate programmes leading to the B.L.S. degree 
as obtains in Ahmadu Bello University has very little to 
recommend it and should, in fact, be discouraged. Only 
holders of a first degree in a discipline with at least 
a lower second class degree should be considered for 
admission to these courses [professional courses].15 
Subsequently, in an attempt to resolve the issue, the Ibadan library school 
organized a Colloquium on education and training for librarianship in Nigeria. 
Representatives of the two library schools as well as some of the leading 
librarians in the country participated. It was held at the Conference Centre 
of University of Ibadan from 15th to 19th March, 1974. The colloquium, like 
the Unesco Seminar of 1953, is expected "to go down as another important 
milestone in achieving a truly Nigerian and forward-looking tradition in 
library education.;,16 It is doubtful however whether the colloquium achieved 
this objective which is being claimed. The participants from both sides came 
out of the colloquium rather more divided than ever before it seems. 
The Librarian of the University of Ife was reported as saying that "The 
academic content of the B.L.S. programme of ABU [Ahmadu Bello University] 
• • • did not seem adequate for employment in certain types of libraries -
namely academic and university libraries." On his· own part, the Director 
of the National Library of Nigeria, Mr. S.B. Aje, recommended "For the senior 
levels of appointment • • • a basic requirement of a general education up to 
the university level." This presumably means that for senior positions a 
postgraduate professional qualification is required. 17 
LUtl 
The emerging trend of opinion was spelt out more clearly by Mr. S.C. Nwoye, 
the librarian of the University of Nigeria, Nsukka -
The minimum qualification required by his library for 
the sub-professional is the British A.l.A., the 
Diploma of ABU and the Certificate (Diploma) of Ibadan. 
For the higher grades of the sub-professional, holders 
of the four-year degree in library science, such as 
the British C.N.A.A. or the B.l.S. of ABU could be 
appointed in the first instance. For the professional 
grades, starting from the Assistant librarian, the 
requirement was a minimum of first university degree and 
professional qualification, plus appropriate experience 
for the higher grades. IB 
In presenting her "New Proposals for library Education in Nigeria" at the 
colloquium Professor F.A. Ogunsheye, then Head of the Ibadan library school, 
suggested two grades for the professionals - "the higher professionals and 
the professionals." The higher professionals she recommended "should have 
a good first degree and postgraduate professional qualifications (P.G.D.l., 
M.l.S., M.A., M.Ed., F.l.A., Ph.D.) plus relevant experience." On the other 
hand, "the professionals could have various qualifications like A.l.A. after 
2 G.C.E. -A- levels and two years experience, B.l.S. after G.C.E. -A- levels 
or relevant technical qualification." She went on to stress that "the term 
'librarian' should be used only for those people with liberal education 
background of university level and postgraduate professional qualification.,,19 
Ultimately the heart of the problem is the question of the usefulness of 
subject background or knowledge in the practice of the profession • The 
depth of subject knowledge an individual possesses seems to be the major and 
most evident distinction between the B.l.S. graduates and other graduate 
librarians with postgraduate professional qualifications. To what extent is 
deep subject knowledge, as shown by the possession of at least a first degree 
in a particular discipline, really necessary in the execution of professional 
duties? 
To find out the answer to the above question, the respondents were asked, 
"If you are a university graduate, which of the posts ••• was (were) given 
to you specifically because of your sUbject(s) of specialization outside the 
field of librarianship (in other words, you could not have performed the job 
effectively without that specific subject background)?" 
degrees were not expected to answer this question. 
Those with B!l.S. 
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Excluding 39 B.L.S. graduates, there were 179 other graduates with first 
degrees (and/or higher degrees) in subject fields. Answers to the question 
were provided by 151 of them (84.4%). Table 92 reflects their opinions about 
the usefulness of their subject backgrounds in their professional careers. 
Over 60% have not found their subjects of specialization absolutely necessary 
or useful in the positions they have held in libraries so far. There is no 
significant difference in the views expressed on this issue by male and 
female respondents. 
TABLE 92 
Usefulness of Subject Background by Sex 
Male Female Total 
No. 0' No. 0' No. IV ,0 
'" 
,0 
Useful 38 40.4 20 35.1 58 38.4 
Not Useful 56 59.6 37 64.9 93 61.6 
94 100.0 57 100.0 151 100.0 
In Table 93 though 20 of the 21 library school teachers have degrees in 
subject fields, only half of them answered the question. However respondents 
from special libraries and library schools have found th~ir subject backgrounds 
most useful (85. n~ and 8m~ respectively). Understandably only few respondents 
from public and national libraries have found their subject backgrounds 
useful (16. 71~). Their services to the general public are not expected to be 
as specialized or academic as those given in other types of libraries. On 
the other hand it is surprising that only 35% of graduate respondents in 
university libraries have 
to the execution of their 
found· their subject background absolutely essential 
duties. University librarians have made most of 
the importance of subject background in library service. 
In Table 94 by far the graduates of the major disciplines who have found ' 
their subject backgrounds most useful are the natural sciences graduates. 
Of these 62.5% found their subjects of specialization useful in their 
o 
..... 
N 
Useful 
Not Useful 
TABLE 93 
Usefulness of Subject Background by Type of Library 
University 
No. 
.' ,. 
35 35.0 
65 65.0 
100 100.0 
College 
No. . ' 
'. 
5 50.0 
5 50.0 
10 100.0 
Type of Library 
Public & 
National 
No. 
.' ,. 
4 16.7 
20 83.3 
24 100.0 
Special 
No • 
.' ,. 
6 85.7 
1 14.3 
7 100.0 
Library 
School 
No. 
.' ,. 
8 80.0 
2 20.0 
10 100.0 
Total 
No. '" ,. 
58 38.4 
93 61.6 
151 100.0 
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professional practice. Slightly greater percentage of humanities 
graduates 05 .51~) than social sciences graduates 01.61~) found their 
subjects absolutely essential. 
TABLE 94 
Usefulness of Subject Background by Degree Subject 
Degree Subject Useful Not Useful Total 
No. 0' ,0 No. 0' ,0 No. " ,0 
Education 2 25.0 6 75.0 8 100.0 
Humanities 27 35.5 49 64.5 76 100.0 
Natural Sciences 20 62.5 12 37.5 32 100.0 
Social Sciences 6 31.6 13 68.4 19 100.0 
Others 3 100.0 3 100.0 
58 42.0 80 58.0 138* 100.0 
* Information not available on degree subjects of 13 graduates 
The case of graduates in other disciplines (others) besides the four major 
ones needs special mention. All the three respondents found their subject 
backgrounds essential for their professional duties. This might be because 
they were specifically recruited by the libraries in which they work for 
their specialized (and perhaps rare) subject knowledge. Consequently care 
has been taken to assign them to jobs that will require such special 
knowledge. 
The specific library functions that required their subject knowledge were 
also listed by the respondents. A University Librarian (head of a university 
library) indicated that his positions as Senior Sub-Librarian, Deputy 
University Librarian and University Librarian required his subject knowledge, 
which is Sociology. A Deputy University Librarian who has worked in a 
school library service, a public library and two university libraries said 
all the positions he held required his subject background. He majored in 
modern history and political science. 
LlZ 
With the other respondents the functions where subject background was found 
most useful in all types of libraries were cataloguing and classification 
(mentioned by 18 respondents). Other major functions are book selection, 
acquisitions and collection development (14); documentation, bibliography, 
indexing, information retrieval, computer programming and· translation service 
(8); reference service (4) ; management of faculty libraries in universities 
(5); library school teaching (3); and medical librarianship (3). Other 
functions mentioned are taking charge of special collections, like Africana 
and Arabic collections, in university libraries (3); management of a special 
library or college of technology library (2); and the functions of an 
editorial librarian in a publishing house (1). 
Judging from the evidence provided by the respondents, one could see that 
good subject knowledge is essential in performing some functions like 
cataloguing, classification and book selection. This is particularly true 
of special and university libraries. In these cases a first degree in 
another discipline and a postgraduate professional qualification are necessary. 
However, the majority of functions in libraries can still be performed 
without the possession of substantial subject knowledge in a particular subject 
field as demonstrated by the possession of at least a first degree in that 
field. Certainly the demand for such specialists is not high enough in 
realistic terms to warrant placing such librarians on a level much higher 
than others, either making them " super librarians" or others "sub-librarians" 
as has been suggested. 
What is of paramount importance to the profession of librarianship in Nigeria 
is how to attract sufficient new entrants with a "reasonable" standard of 
education, especially young people, into the profession. The problem is 
heightened by two factors. First, the profession is always in competition 
with other professions to attract young recruits with ability. Secondly, 
the planned development and expansion of libraries of all types in the 
country until the end of the twentieth century will vastly increase the need 
for trained librarians. 
A first degree could be required of all new entrants to the profession as 
evidence of a "reasonable" standard of education. Already the profession 
is moving towards a graduate profession, if by a "graduate profession" is 
meant the possession of at least a first degree in any subject, even in 
L.L.J 
library studies itself (S.L.S.). This will ensure the attraction of 
capable young people. If, however, a positive effort is sustained to 
limit entry to the "true" profession of librarianship only to those who 
have postgraduate professional qualifications, to the detriment of the S.L.S. 
graduates, or to create distinction in the career prospects of both groups 
of librarian, the profession may eventually discover that it has priced 
itself out of the labour market and cannot compete effectively with the 
other professions. Furthermore, a conflict or unhealthy rivalry may persist 
between the two groups of librarians to the detriment of the profession 
generally. Already there is some uneasiness in the relationship between the 
full professionals and the sub ~or para~ professionals (those with undergraduate 
two~year diplomas in library studies, usually designated "Library Officers" 
in libraries). 
Double standards are dangerous to the profession. While condemning the 
S.L.S. as a professional qualification, some leading members of the 
profession are at the same time encouraging and advising on the introduction 
of first degree courses in education with library studies as a major subject. 
This programme is intended to produce much needed teacher~librarians for 
secondary schools. One of such courses is to be introduced soon in the 
Faculty of Education of the University of Senin. 20 There is as yet 
undocumented evidence that such programmes are also being planned to take 
off in the University of Lagos and the University of Nigeria, Nsukka in the 
near future. The danger is that the S.l.S. graduates, who would presumably 
take more courses in librarianship and be better prepared to work in all 
types of libraries than the proposed teacher~librarians, are already being 
discriminated against in career prospects. 
would not like to take the S.L.S. courses. 
Therefore many young men and women 
There will then be a tendency 
to fill the consequent vacancies in various types of libraries with teacher~ 
librarians who would definitely be less fitted for such positions. 
Membership of Professional and Scholarly Associations: 
Cynthia Epstein in her study of the professional careers of women lawyers in 
the United States stated that "The active professional is characterized by 
membership and participation in professional organizations." She went further 
to say that being a member of one or more committees of the professional 
association was invaluable to the lawyer 
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• • • because it marked the lawyer's "arrival", brought 
him into close personal contact with men in other firms, 
provided insights into the methods and personalities 
of the lawyers with whom he would be dealing 
throughout his professional career. Furthermore 
committee membership often resulted in friendships that 
brought younger attorneys into the networks that 
interlace the upper strata of the law profession ••• 21 
Epstein in this passage has put forward the advantages and importance of 
professional associations in a clear, impressive and forceful way. However 
she was perhaps expressing an obvious fact because William J. Goode22 has 
shown that he and many other sociologists are agreed that a professional 
. 23-29 
association is one of the distinguishing characteristics of a profess10n. 
Professor Havard-Williams in a paper read to a group of librarians and library 
school teachers in Nigeria in December 1980 summed up the contributions which 
professional associations make. These are 
(1) the maintenance of professional standards both in 
terms of theory and practice; 
(2) the surveillance of appropriate educational 
programmes, with a mixture of general education, 
professional education and training; 
(3) the promotion of professional services for the 
benefit of the community at large and the 
integration of such services in the development of 
national planning, programming and implementation.30 
Havard-Williams examined in some detail an aspect of a profession and its 
association which social investigators have hardly mentioned. That is the 
effect of the profession on public policy.31 Professions with strong 
professional associations do have considerable influence on the formulation 
and implementation of government policies and the policies of other bodies 
in their sphere of activity. They are usually consulted by governments and 
other bodies when policies in .their sphere of activity are to be initiated. 
In other cases the professional associations take the initiative in formulating 
new policies, changing old ones or taking some desirable actions to effect 
change and bring about improvements in their service to society. Membership 
or professional associations by practitioners is therefore necessary not only 
in the interest of the individual practitioner but also .in the interest of 
the profession to give it strong bargaining power with the government and 
other agencies. Ultimately the active participation of members of a profession 
in the affairs of its association is necessary for the good functioning of 
society and the effective execution of professional duties to the society. 
The professional association is the main avenue thrpugh which the profession 
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interacts with society to test the effectiveness of its services and to 
introduce changes smoothly. 
Table 95 shows the number of professional and scholarly associations to which 
each respondent belongs. The number varies from no membership at all to 
membership of four associations. The mode is one. 
TABLE 95 
Number of Memberships Held in Professional Associations by Sex 
No. of Associations to which 
a Respondent Belongs 
Male Female Total 
None 
1 
2 
3 
4 
No. 
28 
108 
37 
5 
1 
" No. 
" 
15.6 18 
60.3 45 
20.7 18 
2.8 6 
0.6 1 
rY No. " 
" " 
20.5 46 17.2 
51.1 153 57.3 
20.5 55 20.6 
6.8 11 4.1 
1.1 2 0.7 
179 100.0 88 100.0 267 100.0 
Forty-six respondents (17.2%) belong to no professional associations; 
153 (57 .3~') belong to only one association; 55 (20.6~0) belong to two 
associations; 11 (4.1%) are members of three associations each, and two 
respondents (0.7%) belong to four associations. There is no significant 
difference in the patterns of membership of professional associations of male 
and female respondents. While a slightly higher percentage of women than 
men belong to no professional association at all (20.5% and 15.6% respectively), 
a higher percentage of women than men are also members of three or four 
associations (7.91. and 3 .4~' respectively). 
In Table 96 library school teachers have the highest percentage of 
respondents 
are closely 
who belong to no professional association at all (38.1%). They 
followed by special librarians (31.8%), while 
have by far the lowest percentage of non-members (4.3~0). 
college librarians 
Nearly all the 
No. of Associations 
None 
1 
'" 2 .... N 
3 
4 
TABLE 96 
Number of Memberships Held in Professional Associations by Type of Library 
University 
No. 
19 
71 
30 
5 
1 
0' 
'" 
15.1 
56.3 
23.8 
4.0 
0.8 
126 100.0 
College 
No. 
1 
21 
1 
" 
" 
4.3 
91.3 
4.3 
23 100.0 
Public & 
National 
No. 
11 
45 
14 
4 
·1 
.' ,. 
14.7 
60.0 
18.7 
5.3 
1.3 
75 100.0 
Special 
No. 
7 
7 
6 
2 
0' ,.
31.8 
31.8 
27.3 
9.1 
22 100.0 
Library 
School 
No. 
8 
9 
4 
.' ,0 
38.1 
42.9 
19.0 
21 100.0 
Total 
No. 
46 
153 
55 
11 
2 
.' " 
17.2 
57.3 
20.6 
4.1 
0.7 
267 100.0 
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college librarians (91.3%) however belong to 
association. No one from college libraries 
to more than two professional associations. 
only one professional 
and library schools belongs 
Respondents from special, 
public and university libraries in that order have individuals who are 
members of three or four professional associations (9.1~~, 6.6~~ and 4.8~6 
respectively). 
Table 97 lists the actual associations to which the respondents belong. These 
are 14 in number. Six of these associations are not in the field of 
librarianship - Nigerian Institute of Management, Nigerian Geographical 
Society, Nigerian Historical Society, Nigerian Science Association, Association 
of Physical Education Teachers, and French Teachers' Association. The 
Nigerian Library Association and its affiliates (Nigerian Association of 
Agricultural Librarians and Documentalists, Nigerian School Libraries 
Association and Nigerian Law Libraries Association) make up half of the 
associations in the field of librarianship. 
associations. 
The rest are foreign-based 
Two hundred and seven respondents (77.5%) are members of the Nigerian Library 
Association, the major professional association in the country. Compared to 
this large membership, membership in each of the other associations is just 
a handful. With a membership of 40 (15%) among the respondents, the British 
Library Association is the second outstanding professional association. 
Others are the Nigerian Association of Agricultural Librarians and 
Documentalists (13 members), Nigerian Historical Society (11 members), the 
American Library Association and the Nigerian School Libraries Association 
(10 members each). Only 1 - 3 respondents are members of each of the other 
associations. Women have joined the Nigerian Library Association in about 
the same proportion as men (72. 7~6 and 79.n respectively). 
In Table 98 not only have respondents from library schools the highest 
percentage of those who belong to no association at all, they also have the 
least percentage of members of the national professional association for 
librarians, the Nigerian Library Association (47.6%). Over 80% each of 
respondents from 
Nigerian Library 
university, college and public libraries are members of the 
Association. Only respondents from university and public 
libraries belong to non-library associations. 
A higher percentag'e of heads of libraries (92.HO) than the rest (81.2~0) are 
" .... 
" 
TABLE 97 
Membership of Professional Associations by Sex 
Professional Association 
Nigerian Library Association 
British Library Association 
American Library Association 
Nigerian Association of Agricultural Librarians and Documentalists 
Nigerian School Libraries Association 
Nigerian Law Libraries Association 
Institute of Information Scientists 
Ghana Library Association 
Nigerian Institute of Management 
Nigerian Geographical Society 
Nigerian Historical Society 
Nigerian Science Association 
Association of Physical Education Teachers 
. French Teachers' Association 
Male 
N = 179 
No. 0' '0 
143 79.9 
26 14.5 
2 1.1 
8 4.5 
4 2.2 
2 1.1 
1 0.6 
2 1.1 
2 1.1 
9 5;0 
1 0.6 
1 0.6 
Female 
N = 88 
No. 
64 
14 
8 
5 
6 
1 
1 
1 
2 
1 
0' 
,0 
72.7 
15.9 
9.1 
5.7 
6.8 
1.1 
1.1 
1.1 
2.3 
1.1 
Total 
N = 267 
No. 0' ,0 
207 77.5 
40 15.0 
10 3.7 
13 4.9 
10 3.7 
1 0.4 
3 1.1 
1 0.4 
2 0.8 
3 1.1 
11 4.1 
1 0.4 
1 0.4 
1 0.4 
'" .... N 
TABLE 98 
Membership of Professional Associations by Type of Library 
Professional Association 
Nigerian Library Association 
British Library Association 
American Library Association 
Association of Agricultural Librarians 
Nigerian School Libraries Association 
Nigerian Law Libraries Association 
Institute of Information Scientists 
Ghana Library Association 
Nigerian Institute of Management 
Nigerian Geographical Society 
Nigerian Historical Society 
Nigerian Science Association 
Association of Physical Education Teachers 
French Teachers' Association 
Univ. College 
N=l26 N=23 
'" " 
81.0 
14.3 
5.6 
3.2 
3.2 
0.8 
2.4 
7.1 
0.8 
0.8 
" 
" 
82.6 
8.7 
4.3 
4.3 
Public 
N=75 
" " 
82.7 
17.3 
2.7 
1.3 
4.0 
1.3 
2.7 
2.7 
2.7 
1.3 
Special 
N=22 
" " 
63.6 
13.6 
4.5 
31,8 
Lib. School 
N=21 
" " 
47.6 
19.0 
9.5 
4.8 
Total 
N=267 
" " 
77 .5 
15.0 
3.7 
4.9 
3.7 
0.4 
1.1 
0.4 
0.8 
1.1 
4.1 
0.4 
0.4 
0.4 
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members of professional associations (Table 99). A higher percentage of 
heads of libraries (31.61~) than the rest (24.51~) also belong to more than 
one association. 
TABLE 99 
Number. of Memberships Held by Headship of library 
No. of Associations Heads of libraries Others Total 
No. " No. " No. " " " " 
None 3 7.9 43 18.8 46 17.2 
1 23 60.5 130 56.8 153 57.3 
2 9 23.7 46 20.1 55 20.6 
3 3 7.9 8 3.5 11 4.1 
4 2 0.9 2 0.7 
38 100.0 229 100.0 267 100.0 
In Table 100 a far greater percentage of librarians with the B.L.S. degree 
(46.9%) than those with other qualifications belong to no professional 
association at all. On the other hand, those with A.L.A. or A.L.A. and a 
master's degree have the highest percentages of respondents who are members 
of more than one association. 
Since more heads of libraries than the rest belong to professional associations, 
and more of them than others belong to more than one association, those whose 
main function is administration have a higher proportion of memberships in 
associations than the others (Table 101). Those in readers' services 
departments have greater memberships of associations than those in technical 
services. 
Salary is strongly correlated to membership of professional associations 
(Table 102). The higher the salary grade level of respondents, the greater 
the membership of professional associations. Thus 29.5% of respondents on 
grade levels 08 and 09 belong to no association at all. The percentage 
of non-members of associations decreases sharply as the salary grade level 
~ 
'" '" 
TABLE 100 
Number of Memberships in Associations by Qualifications 
No.of Associations 1 2 3 
N=31 N=13 N=32 
" " " 
" " " 
None 6.5 7.7 46.9 
1 51.6 46.2 50.0 
2 3B.7 3B.5 3.1 
3 3.2 7.7 -
4 
100.0 100.0 100.0 
Qualifications 1. = A.L.A. or F.L.A. 
2. = A.L.A. + M.L.S. 
3. = B.loS. 
4.= B.A. + A.L.A. or P.G.D.L. 
Qualifications 
4 5 6 
N=97 N=65 N=lB 
" " " "  " 
B.2 23.1 22.2 
72.2 50.B 27.B 
15.5 20.0 33.3 
4.1 4.6 11.1 
1.5 5.6 
100.0 100.0 100.0 
5. = B.A. + M.L.S. 
6. = M.A. + P.G.D.L. or M.L.S. 
7. = Ph.D. 
B. = Other 
7 B Total 
N=B N=3 N=267 
" " " " " " 
12.5 17.2 
62.5 66.7 57.3 
25.0 33.3 20.6 
4.1 
0.7 
100.0 100.0 100.0 
N 
N 
N 
TABLE 101 
Number of Memberships in Associations by Main Function 
No. of Assocs. 
None 
1 
2 
3 
4 
Readers 
Services 
No. 
11 
44 
16 
2 
.' " 
15.1 
60.3 
21.9 
2.7 
73 100.0 
Technical 
Services 
No. 
18 
53 
18 
2 
1 
.' ,. 
19.6 
57.6 
19.6 
2.2 
1.1 
92 100.0 
* Information for 2 respondents missing 
Main Functions 
Administration 
No. 
6 
43 
15 
7 
1 
.' ,. 
8.3 
59.7 
20.8 
9.7 
1.4 
72 100.0 
Teaching 
No. 
8 
9 
4 
.' ,. 
38.1 
42.9 
19.0 
21 100.0 
Others 
No. 
2 
4 
1 
.' ,. 
28.6 
57.1 
14.3 
7 100.0 
Total 
No. 
45 
153 
54 
11 
2 
.' ,. 
17.0 
57.7 
20.4 
4.2 
0.7 
265* 100.0 
No.of Associations 
None 
1 
'" 2 N N 
3 
4 
os - 09 
No. 
31 
64 
9 
1 
" " 
29.5 
61.0 
S.6 
1.0 
105 100.0 
TABLE 102 
Number of Memberships in Associations by Salary 
10 - 12 
No. 
14 
61 
33 
6 
2 
" 
" 
12.1 
52.6 
2S.4 
5.2 
1.7 
116 100.0 
Salary Grade Levels 
13 - 14 
No. 
1 
IS 
9 
3 
" " 
3.2 
5S.1 
29.0 
9.7 
J1 100.0 
15 - 16 
No. 
10 
4 
1 
" " 
66.7 
26.7 
6.7 
15 100.0 
Total 
No. 
46 
153 
55 
11 
2 
" 
" 
17.2 
57.3 
20.6 
4.1 
0:7 
267 100;0 
rises until grade levels 15 and 16 where all respondents on those levels 
belong to at least one association. However, while salary is influential 
in determining whether a respondent belongs to a professional association, 
or not, it is less influential in 
to which an individual belongs. 
determining the number of associations 
Thus a higher percentage of respondents 
on levels 10 - 12 and 13 - 14 are members of more than two associations 
than those on levels 15 - 16. 
Nearly 70% of the respondents have held no posts in professional associations 
(Table 103). This means that 31.1% of the whole respondents or 37.6% of 
those respondents who belong to professional associations have held one 
office or more in the professional associations to which they belong. The 
number of offices which each of these individuals has held during his/her 
career ranged from. one to nine. The mode is one post per person. Many 
of the offices held are those of the Nigerian Library Association, at both 
national and local (divisional and state) levels. Some respondents are past 
national presidents, vice-presidents and t'reasurers of the Nigerian Library 
Association. 
TABLE 103 
Number of Offices Held in Professional Associations by Sex 
No.of Offices Male Female Total 
No. " No. " No. 0' ,0 ,0 ,0 
None 113 63.1 71 BO.7 lB4 6B.9 
1 36 20.1 B 9.1 44 16.5 
2 15 B.4 6 6.B 21 7.9 
3 9 5.0 2 2.3 11 4.1 
4 4 2.2 4 1.5 
5 
6 
7 1 0.6 1 1.1 2 0.7 
B 
9 1 0.6 1 0.4 
179 100.0 BB 100.0 267 100.0 
A higher proportion of men than women have held offices in professional 
associations (36.9% and 19.3% respectively). However some women have held 
as many positions as men. Thus four respondents of each sex have held 
four posts each and one respondent of each sex has each held seven different 
posts at various times. Only a man has held nine posts. 
Because library school teachers have the highest proportion of non-members of 
professional associations, they also have the highest proportion (85.7%) of 
those who have held no posts in any association (Table 104). Respondents 
from university and public libraries have the highest percentage of those 
who have been elected to offices of professional associations (33.3% each). 
Along with respondents from special libraries they have the highest 
proportions of those who have held more than two posts. On the other hand, 
no respondent from college libraries has held more than two posts. 
To explore further the positive contributions which respondents are making to 
support the national professional body, the Nigerian Library Association, they 
were asked to indicate how regularly they attend the annual conference of the 
association. This is the one main event which the association itself has 
managed to sustain effectively. The association's journal, Nigerian Libraries, 
is not published regularly and it is nearly five years behind. Some 
divisional branches are virtually defunct and inactive. Many members do not 
pay their annual subscriptions and no serious effort is made to collect such 
dues or to punish delinquents. However the annual conference has been held 
regularly between November and Oecember each year. It is now the only 
symbol of unity among members of the profession. To strengthen this symbol 
of unity the annual conference is rotated from one state to another each year. 
The government of a host state is usually·very much involved in the 
organization of the annual conference. The governor of the state or the 
commissioner in charge of library services is normally invited to give a 
welcome or keynote address. This offers the official the opportunity to 
explain his government's policies and plans on library development to 
members of the profession. Subsequently there is an exchange of views 
between the two sides. 
Table 105 shows how regularly respondents who are members of the Nigerian 
Library Association attend its annual conferences. Twenty-four members 
(11.6%) have never attended the annual conference; 102 (49.3%) attend 
occasionally, while 81 (39.1%) attend often. A higher percentage of women 
• 
Offices 
None 
1 - 2 
3 - 4 
Over 4 
University 
No. 
.' ,. 
84 66.7 
36 28.6 
5 4.0 
1 0.7 
126 100.0 
TABLE 104 
Offices Held by Type of Library 
College 
No. . ' ,.
16 70.0 
7 30.0 
23 100.0 
Public & 
National 
No • 
.' ,. 
50 66.7 
18 24.0 
6 8.0 
1 1.3 
75 100.0 
Special 
No. 
.' ,. 
16 72.7 
2 9.1 
3 13.6 
1 4.6 
22 100.0 
Library 
School 
No. 
.' ,. 
18 85.7 
2 9.5 
1 4.8 
21 100.0 
Total 
No. 
.' ,. 
184 68.9 
65 24.4 
15 5.6 
3 1.1 
267 100.0 
at 
than men have never attended the conference (14.1% and 10.5% respectively). 
Men also attend the conferences more regularly than women. 
TABLE 105 
N.L.A. Conference Attendance by Sex 
Regularity Male Female Total 
No. " No. " No. " " " " 
Never 15 10.5 9 14.1 24 11.6 
Occasionally 6B 47.5 34 53.1 102 49.3 
Often 60 42.0 21 32.8 81 39.1 
143 100.0 64 100.0 207 100.0 
In Table 106 public library and special library respondents have the highest 
percentage of members who have never attended the annual conferences of 
the Nigerian Library Association. The most regular attenders are from 
college libraries - 47.4% of respondents from college libraries attend 
the conferences often. 
Publications: 
One of the greatest contributions a professional can make to his 
profession is in the growth and dissemination of knowledge in the field. 
This is shown through his publications. Through publishing a professional 
shares his knowledge and experience with colleagues far and near, and even 
transmits these to posterity. ,For academic librarians, especially those 
in university libraries, some evidence of publishing is usually required 
for career advancement or promotion. That is one of the requirements 
for claiming academic status and parity with teaching colleagues. 
Table 107 shows the amount of publications the respondents have produced. 
The figure in each box shows how many respondents have each produced the 
indicated range of each type of publication. Thus 70 respondents have 
CD 
'" 
'" 
Regularity 
Never 
Occasionally 
Often 
University 
No. 
10 
.' " 
9.8 
52 51.0 
40 39.2 
102 100.0 
TABLE 106 
N.L.A. Conference Attendance by Type of library 
College 
No. . ' 
" 
2 10.5 
8 42.1 
9 47.4 
19 100.0 
Public 
No. " " 
9 14.5 
29 46.8 
24 38.7 
62 100.0 
Special 
No • " 
" 
2 14.3 
7 . 50.0 
5 35.7 
14 100.0 
Library 
School 
No. " " 
1 10.0 
6 60.0 
3 30.0 
10 100.0 
Total 
No. " " 
24 11.6 
102 49.3 
81 39.1 
207 100.0 
;u.'1 
each written 1 - 3 published periodical articles, while one respondent 
has been able to produce over 20 book reviews. 
TABLE 107 
Respondents Publications 
Category of writing Number of Publications 
1 - 3 4 - 10 11 - 20 Over 20 Total 
Periodical articles 70 24 9 103 
Newspaper articles 41 11 52 
Book reviews 25 7 3 1 36 
Letters to the Editor 21 2 23 
. Books or chapters in a book 13 2 15 
Occasional papers or 
pamphlets 38 3 41 
Not less than 15 respondents have claimed to have produced varying quantities 
of each type of publication. By far the type of material published most 
often is periodical articles. 
published periodical articles 
Thus 103 respondents (38.6%) have each 
ranging from one to twenty. Furthermore 
periodical articles are the most prevalent form of professional publication 
in any field. Therefore periodical articles were used to assess the 
publishing ability of the respondents. 
In Table 108 164 respondents (61.4%) have not published any article. Seventy 
respondents (26. 21~) have each had 1 - 3 articles published; 24 (910 have 
each published 4 - 10 articles; and 9 (3.4%) 11 - 20 articles. More men 
than women have published periodical articles (44.1% and 27.3% respectively). 
Men have also produced more numbers of articles than women. Thirty men 
(16.7%) have each published over three articles, while only three women 
(J.41~) have produced than quantity. 
As expected library school teachers have the highest percentage (85.7%) of 
those who have written periodical articles (Table 109). They are followed, 
though not very closely, by respondents from university libraries (42.1%). 
The publishing rate (or number who have published articles) of university 
No. of articles 
No. 
None 100 
1 -3 49 
4 - 10 23 
11 - 20 7 
179 
Male 
"  
55.9 
27.4 
12.8 
3.9 
100.0 
TABLE 108 
Periodical Articles by Sex 
Female 
No. 
64 
21 
1 
2 
88 
" 
" 
72.7 
23.9 
1.1 
2.3 
100.0 
No. 
164 
70 
24 
9 
267 
Total 
" ,0 
61.4 
26.2 
9.0 
3.4 
100.0 
-t 
" 
" 
No. of Articles 
None 
1 - 3 
4 - 10 
11 - 20 
University 
No. 0' 
" 
7J 57.9 
37 29.4 
9 7.1 
7 5.6 
126 100.0 
TABLE 109 
Periodical Articles by Type of library 
College 
No. " ,0 
18 78.3 
1 4.3 
4 17.4 
23 100.0 
Public 
No. 0' 
" 
53 70.7 
17 22.7 
5 6.6 
75 100.0 
Special 
No. " 
" 
17 77.3 
4 18.2 
1 4.5 
22 100.0 
library 
School 
No. 0' ,0 
3 14.3 
11 52.4 
5 23.8 
2 9.5 
21 100.0 
Total 
No. 0' 
" 
164 61.4 
70 26.2 
24 9.0 
9 3.4 
267 100.0 
L.n, 
librarians is well below expectation since they tend to make most out of 
academic status, and publishing is usually required of them for promotion. 
College librarians do not show much publishing ability either - only 21.7% 
have published articles. Public librarians have published more·than 
some of those who are usually expected to publish - college and special 
librarians. The difference is not however significant, especially when 
it is related to the actual quantity of material produced. 
In Table 110 there .is strong association between salary and publications -
and consequently .between experience and publications, since experience is 
associated with salary. Most of those on the beginning salary levels 
(08 - 09) have not published anything (89.5%). On the other hand only 
one person (6.7%) on grade levels 15 - 16 has not published at all. The 
variations in the other salary levels are in between these two extremes. 
Fulfilment of Career Expectations: 
It is a well-proven fact that an individual's level of job satisfaction is 
determined by many variable factors. Chwe32 provides an excellent review 
of studies of job satisfaction both in the field of librarianship and other 
fields to support this fact. Therefore the single question test cannot 
be a very accurate indicator of job satisfaction. 
Even if one is not interested in getting accurate measurement of job 
satisfaction, it is occasionally useful to have some indication of the 
attitude of a worker to his occupation. Therefore such questions as 
"If you could start your working life all over again, would you choose 
library work?,,33 are asked. Some may ask respondents if they would 
encourage younger relations to join the profession. 
In this instance the respondents were asked, "To what extent has your 
professional career thus far fulfilled your expectations?" They were 
required to select the answer from a five-point scale ranging from "Very 
disappointing" to "Much more satisfying than expected." 
Table III presents the answers of the 260 respondents who answered the 
question. Eighty-one respondents (31.2?~) have not been satisfied with 
their careers thus far. Nine of them (3.5%) were very disappointed 
While 72 (27.7%) were somewhat disappointed. One hundred and eleven 
No.of Articles 
None 
1 - 3 
4 - 10 
11 - 20 
08 - 09 
No. " 
" 
94 89.5 
11 10.5 
105 100.0 
TABLE 110 
Periodical Articles by Salary 
10 - 12 
No. " " 
63 54.3 
44 37.9 
9 7.8 
116 100.0 
Salary Grade Level 
13 - 14 
No. " " 
6 19.4 
10 32.3 
9 29.0 
6 19.3 
31 100.0 
15 - 16 
No. " 
" 
1 6.7 
5 33.3 
6 40.0 
3 20.0 
15 100.0 
Total 
No. " " 
164 61.4 
70 26.2 
24 9.0 
9 3.4 
267 100.0 
respondents (42.6%) have found their careers just as expected; 41 (15.8%) 
have been somewhat more satisfied than expected; and 27 (10.4%) have found 
their professional careers very satisfying. The majority of the 
respondents (68.8%) are therefore satisfied with their careers as 
librarians. 
TABLE 111 
Career Expectation fulfilment by Sex 
Level of fulfilment Male female Total 
No. 0' No. 0' No. 0' ,0 ,0 ,0 
Very disappointing 7 4.0 2 2.4 9 3.5 
Somewhat disappointing 40 22.9 32 37.6 72 27.7 
About as expected 82 46.9 29 34.1 III 42.6 
Somewhat more satisfying 
than expected 25 14.3 16 lB.8 41 15.8 
Much more satisfying 
than expected 21 12.0 6 7.1 27 10.4 
175 100.0 85 100.0 260* 100.0 
* Information not available for 7 respondents 
The careers of a higher percentage of male respondents than female have met 
or exceeded their expectations (73.l% and 60% respectively). However 
only 2.4% of the women have been very disappointed in contrast to 4% of 
the men. Otherwise men have generally derived higher levels of 
satisfaction from their careers than women. 
Morrison34 for comparative purposes has provided a table of percentages of 
different groups of librarians and people in other professions who 
been satisfied with, or regret having chosen, their professions -
V " t" 35 ar10US occupa 10ns 
Business and professional people36 
Teachers {New York)37 
Teachers {Southern United States38 
College faculty members {Minnesota)39 
have not 
35?~ 
20~~ 
24~~ 
22~~ 
17~o 
235 
Professional public librarians40 
Illinois librarians4l 
Academic librarians (United States)42 
Librarians in Nigeria 
ll~~ 
13~o 
The table shows that the level of dissatisfaction with their professional 
careers among the present respondents is rather high compared with either 
other librarians or other professional groups. It is however not the 
highest level of dissatisfaction among a group of professionals as 35% 
of the first group listed here were dissatisfied with their occupations. 
Respondents from public libraries have the highest proportion of those who 
have been disappointed with their professional careers (35.6%) as Table 112 
shows. 
31.7%. 
They are closely followed by those from university libraries with 
Respondents from college libraries, on the other hand, have the 
least percentage of those who have been disappointed (26.3%), followed 
by those from library schools and special libraries. College librarians 
also have the highest percentage of those who have found their careers very 
satisfying (17.41.). 
In Table 113 those whose function is mainly administration have found 
their professional careers more satisfying than others. Only 21.7% of 
them have been disappointed and they have the highest percentage of those 
whose careers have been much more satisfying than expected. They are 
closely followed in career satisfaction by library school teachers. Those 
assigned to none of the major functions (other) have the highest percentage 
of dissatisfaction (42.91.). 
Naturally the highest paid librarians have the highest level of career 
satisfaction or fulfilment of their career expectations (Table 114). 
None of them has been disappointed with his/her career. Half of them 
have found their careers much more satisfying than 
high proportion of beginning professionals (41.4%) 
expected. 
have been 
already. They in fact have 
A rather 
disappointed 
by far the with their professional careers 
highest percentage of those who are not satisfied with their careers. 
However long years of professional experience (over 10) have not 
guaranteed fulfilment of career expectations as Table 115 shows. 
fulfilment of expectations does not seem to be associated with 
always 
Indeed 
professional experience. Nor,is total years of library service closely 
'll 
'" N 
TABLE 112 
Career Expectation Fulfilment by Type of Library 
Level of Fulfilment 
Very disappointing 
Somewhat disappointing 
About as expected 
Somewhat more satisfying 
than expected 
Much more satisfying 
than expected 
University 
No. 
8 
31 
51 
16 
17 
0' 
,0 
6.5 
25.2 
41.5 
13.0 
13.8 
123 100.0 
* Information lacking for 7 respondents 
College 
No. 
5 
14 
4 
0' 
,0 
21.7 
60.9 
17.4 
23 100.0 
Public 
No. 
1 
25 
31 
11 
5 
'" ,0 
1.4 
34.2 
42.5 
15.1 
6.8 
73 100.0 
Special 
No. 
6 
6 
10 
0' 
,0 
27.3 
27.3 
45.5 
22 100.0 
Library 
School 
No. 
5 
9 
4 
1 
0' 
,0 
26.3 
47.4 
21.1 
5.3 
Total 
No. 
9 
72 
III 
41 
27 
0' 
,0 
3.5 
27.7 
42.6 
15.8 
10.4 
19 100.0 260* 100.0 
..... 
'" N 
TABLE 113 
Career Expectation Fulfilment by Main Function 
Level of Fulfilment 
Very disappointing 
Somewhat disappointing 
About as expected 
Somewhat more satisfying 
than expected 
Much more satisfying 
than expected 
Administration 
No. 
1 
14 
30 
13 
11 
0' 
,0 
1.4 
20.3 
43.5 
18.8 
15.9 
69 100.0 
* Information lacking for 7 respondents 
Readers' 
Services 
No. 
5 
19 
34 
7 
6 
'" '0 
7.0 
26.B 
47.9 
9.9 
8.5 
71 100.0 
Main Function 
Technical 
Services 
No. 
3 
31 
35 
14 
9 
0' 
,0 
3.3 
33.7 
3B.0 
15.2 
9.8 
92 100.0 
Teaching 
No. 
5 
9 
4 
1 
0' 
,0 
26.3 
47.4 
21.1 
5.3 
19 100.0 
Other 
No. 
3 
2 
2 
0' 
,0 
42.9 
28.6 
28.6 
7 100.0 
Total 
No. 
9 
72 
III 
41 
27 
0' 
" 
3.5 
27.7 
42.6 
15.8 
10.4 
260 * 100.0 
co 
'" N 
TABLE 114 
Career Expectation Fulfilment by Salary 
Level of Fulfilment 
Very disappointing 
Somewhat disappointing 
About as expected 
Somewhat more satisfying 
than expected 
Much more satisfying 
than expected 
OB - 09 
No. 
6 
37 
44 
14 
3 
0' 
" 
5.8 
35.6 
42.3 
13.5 
2.9 
104 100.0 
* Information lacking for 7 respondents 
10 - 12 
No. 
3 
33 
45 
17 
16 . 
0' 
,0 
2.6 
2B.9 
39.5 
14.9 
14.0 
114 100.0 
Salary Grade Level 
13 - 14 
No. 
2 
18 
8 
2 
0' 
,0 
6.7 
60.0 
26.7 
6.7 
30 100.0 
15 - 16 
No. 
4 
2 
6 
0' 
" 
33.3 
16.7 
50.0 
12 100.0 
Total 
No. 
9 
72 
III 
41 
27 
0' 
" 
3.5 
27.7 
42.6 
15.B 
10.4 
260* 100.0 
0\ 
'" 
'" 
TABLE 115 
Career Expectation Fulfilment by Professional Experience 
Level of Fulfilment 
Very disappointing 
Somewhat disappointing 
About as expected 
Somewhat more satisfying 
than expected 
Much more satisfying 
than expected 
1 - 2 
No. 
4 
35 
53 
13 
11 
"  
3.4 
30.2 
45.7 
11.2 
9.5 
116 100.0 
* Information lacking for 7 respondents 
3 - 5 
No. 
lB 
26 
11 
9 
" " 
4.5 
26.9 
39.9 
16.4 
13.4 
67 100.0 
Years of Professional Experience 
6 - 10 
No. 
6 
14 
13 
1 
" 
" 
17.6 
41.2 
39.2 
2.9 
34 100.0 
11 - lB 
No. 
2 
13 
19 
4 
6 
" 
" 
4.7 
30.2 
41.9 
9.3 
13.9 
43 100.0 
Total 
No. " 
" 
9 3.5 
72 27.7 
111 42.6 
41 15.9 
27 10.4 
260* 100.0 
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associated with the fulfilment of individual career expectations (Table 116). 
About the same percentage of respondents with very long experience (over 
15 years) as those with short have been disappointed in their career 
expectations. 
High qualifications do not offer complete insulation from disappointment 
with one's professional career expectations (Table 117). Those with a 
first degree in a subject field and a postgraduate professional qualification 
have been much more disappointed than the rest. Even a considerable 
number of those with either a master's degree in a subject field or a 
Ph.D. have also not realized their career expectations. Surprisingly 
those without any professional qualification (other) are the most satisfied 
lot. 
Respondents' Comments: 
Respondents were asked to comment freely on their careers or any other 
aspect of the questionnaire, if they wished. Some siezed the opportunity 
to express their own thoughts. These comments touch on some of the major 
issues facing the profession generally, while others concentrate on 
personal problems. Effort has been made to categorize the comments and 
present some of the most pertinent here. The opinions presented do not 
call for much further comment. They rather spotlight the major issues 
bothering the respondents, and the profession at large. These opinions 
have to be weighed seriously in any attempt to improve the profession or 
plan for the future manpower needs. 
The largest group of commentators are those dissatisfied with the performance 
and achievements of librarians themselves. This dissatisfaction stems 
either from the lack of concern for their junior colleagues or subordinates 
shown by those at the top, or the ineffectiveness of the professional 
association. 
Librarianship now is not very rewarding in terms of 
money. This has been brought about by the ineffective 
[professional] association and the disinterestedness of 
the heads of very many libraries - e.g. most of them 
do not even attend the annual conference of the Nigerian 
Library Association. 
The career could be more attractive if the professional 
Level of Fulfilment 
Very disappointing 
Somewhat disappointing 
..... About as expected q 
N 
Somewhat more satisfying 
than expected 
Much more satisfying 
than expected 
TABLE 116 
Career Expectation Fulfilment by Years of Library Service 
1 - 2 
'" 
,. 
2.8 
29.2 
45.8 
11.1 
11.1 
100.0 
3 - 5 
0' 
,0 
5.6 
30.0 
38.9 
12.2 
13.3 
100.0 
6 - 10 
0' 
,0 
25.9 
37.0 
33.3 
3.7 
100.0 
Years of Library Service 
11 - 15 
0' 
,0 
5.3 
26.3 
44.7 
18.4 
5.3 
100.0 
16 - 20 
0' 
,0 
22.7 
59.1 
4.5 
13.6 
100.0 
21 - 25 
0' 
,0 
12.5 
37.5 
37.5 
12.5 
100.0 
26 - 30 
0' 
,0 
33.3 
66.7 
100.0 
Total 
0' 
,0 
3.5 
27.7 
42.6 
15.8 
10.4 
100.0 
N 
od" 
N 
TABLE 117 
Career Expectation Fulfilment by Qualifications 
Quali fications 
A.L.A. 
A.L.A. + M.L.S. 
B.L.S. 
B.A. + A.l.A. 
or P .G.D.l. 
B.A. + M.l.S. 
M.A. + P.G.O.L. 
or M.l.S. 
Ph.D. 
Other 
Very dis-
appointing 
No. 
1 
6 
2 
9 
.' ,. 
3.3 
6.3 
3.2 
3.S 
Somewhat 
disappointing 
No. 
S 
3 
4 
28 
2S 
S 
2 
.' ,. 
16.7 
2S.0 
12.S 
29.S 
39.7 
29.4 
2S.0 
72 27.7 
* Information lacking for 7 respondents 
About as 
expected 
No. 
13 
6 
.20 
42 
21 
7 
2 
.' " 
43.3 
SO.O 
62.S 
44.2 
33.3 
41.2 
2S.0 
III 42.7 
Level of Fulfilment 
Somewhat 
more 
satisfying 
No. 
9 
3 
S 
7 
10 
3 
3 
1 
.' ,. 
30.0 
2S.0 
lS.6 
7.4 
lS.9 
17.6 
37.S 
33.3 
41 lS.8 
Much more 
satisfying 
No. 
2 
3 
12 
S 
2 
1 
2 
., ,. 
6.7 
9.4 
12.6 
7.9 
11.8 
12.S 
66.7 
27 10.4 
Total 
No. 
.' ,0 
30 100.0 
12 100.0 
32 100.0 
9S 100.0 
63 100.0 
17 100.0 
8 100.0 
3 100.0 
260* 100.0 
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association is stronger and pushful. 
I always have a desire to mobilize the librarians to 
believe that our profession is one of the primary 
ingredients of national development; a desire to see 
a revolutionary attitude of librarians to the library 
profession; a desire to have a powerful, respected 
national library association. 
I hope Nigerian librarians will pool together as 
professionals. 
I regret coming into librarianship. librarians on top 
are sadistic about the welfare of subordinates. Librarians 
have slavish minds and fear to pursue their rights or 
take steps to assert their existence. 
Librarianship as a profession is blameless, but those at 
the top of its management do not feel free from turning it 
into their personal empires. 
Librarianship as a profession is dead, and those in the 
position to make it a worthwhile profession are only 
interested in the security of their individual positions. 
The profession is not doing as well as other professions 
because those professionals in authority have no interest 
in or consideration for their colleagues in lower status. 
We need a change of attitude in our dealings with 
ourselves as a means of generating a sense of belonging 
and oneness. 
Not much professional encouragement is given to the junior 
librarians so that they too can get to the top. 
Too much emphasis on seniority rather than the ability to 
do the job thoroughly. 
The library profession in Nigeria will benefit more if the 
present library authorities [administration] become 
decentralized. Too much power is concentrated on too 
few hands. 
The career would have been interesting if my boss is 
understanding and realises that the new professionals have 
not come to displace the old ones but to introduce new 
ideas into the profession. 
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Another area of concern is the social status and image of librarians. 
Many respondents are worried that most members of the public have not yet 
realized the importance and role of libraries and librarians, nor can they 
even distinguish clearly who a librarian is. Thus some commented: 
I am very much concerned about the low status of 
librarians in this country. I feel that the library 
schools and the practising librarians have to think 
seriously about this question and see in what way they 
can improve the status of librarians in this country. 
• •• I am not satisfied with the status accorded to 
librarians. Sometimes one finds it difficult to call 
him/herself a librarian in public because they cannot 
distinguish a library attendant from a professional 
librarian. Does the public (literate and illiterate) 
even know what libraries and librarians truly are? 
The status of librarians in the Nigerian society has not 
yet been clearly defined. Those who come to us for help 
can appreciate the assistance which we render to them; 
to the general public, the work of a librarian is not 
an important one. It is up to the people in our 
profession to try to improve our own image. 
Librarianship is a noble profession but the situation now 
prevailing in our society calls for salesmanship 
[publicity] for the profession before people could become 
aware of the real need for the service. 
As I see it, Nigeria is not a reading nation and the long-
held wrong hopes that it will change with universal 
literacy turned out disappointing. Thus the library 
profession in areas like the public sector, where people 
are not compelled to read as in the universities, makes 
career in librarianship somewhat disappointing. 
As shown in the literature review, academic status has been a 
for librarians in academic institutions in Nigeria.43 ,44,45 
of the public service review commission in 1974 worsened the 
worrying issue 
The report 
"t t" 46 s~ ua ~on. 
Hitherto academic librarians were placed on the same salary scale with 
their teaching colleagues. However the report placed most of them one 
salary grade level below their teaching counterparts. Librarians were 
grouped together with administrative staff and other professionals like 
doctors, engineers and accountants. Many librarians have resented this 
reclassification because, besides reducing their salaries, it also denies 
them some benefits, like regular sabbatical leave and eligibility to serve 
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on academic and other committees, which academic staff are'entitled to. 
On the other hand, with regard to promotions, librarians as administrative 
or professional staff would not be assessed on the basis of their 
publications. 
Protests and representations have not changed the reclassification at the 
national level. However individual universities have taken local decisions 
with regard to the status of their librarians. While some, like University 
of Ibadan, continue to classify them as academic staff, others, like 
University of Nigeria, regard them as professional/administrative staff. 
Opinions of individual librarians vary between these two views -
The Udoji [Chairman of review commission] degrading of 
university librarians from academic to administrative 
[status] has the effect of tying down aspirations and 
defining jobs narrowly - a retrogressive step which 
will adversely affect job performance and recruitment 
to the profession at the full professional level. 
Already the number of sub-professionals trained is at 
least double that of professionals. They [sub-professionals 
and their employers regard them as "professional" 
librarians. They have good advancement prospects and 
mobility. The library profession will continue to be 
counted with "clerks" under these circumstances. 
Librarians are in most of the universities regarded as 
academic and yet are graded a level lower than their 
faculty counterparts in the national salary structure. 
This has bred a lot of ill feeling among librarians. 
Frankly, librarians are not administrators, neither are 
they academics, strictly speaking, because teaching is 
just incidental to their work. Therefore one would look 
forward to a time when librarians would be classified 
simply as "professional librarians" and nothing else. 
Librarians in university libraries are more of professionals 
than academicians and should seek professional status and 
not academic. 
The fact that librarians in the universities are not given 
opportunities to serve on many university committees is 
badly disturbing to me. 
• • • heads of departments have too much paper work. More 
intermediate staff should take care of some of this to free 
the graduates to have more time for the literature 
[publishing] which is needed to be creative in any 
profession. 
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Another group of librarians that have peculiar problems are those who work 
in libraries that are administratively departments of a government ministry 
or the civil service. In this category are special libraries like the 
Central Medical Library, Lagos, Federal Department of Forestry Library, 
and the National Root Crops Research Institute library. Others are state 
public library services, like those of Kwara and Oyo States, which are 
not managed by library boards, but are rather departments of the ministry' to 
which they belong. In such cases the libraries have to follow strictly the 
civil service procedures and the "General Orders" in whatever they do. The 
red tape and cumbersome bureaucracy involved in taking decisions and 
implementing policies in such a situation are emasculating and frustrating. 
Therefore some of the respondents affected complained bitterly about it -
Civil Service red tape is the chief factor militating 
against professional efficiency and job satisfaction. 
I am far from being satisfied with this professional career. 
As a civil servant, the librarian is not accorded the 
recognition he deserves. This is reflected in the way 
librarians are rewarded for hard work, the way they are 
handled and pushed around by administrative officers who 
have little or no knowledge about libraries or the library 
profession. Government libraries are poorly funded, and 
acquisition of library books and materials is made almost 
impossible by red tape. 
The government does not take the librarian's educational 
background into consideration at the point of entry into 
the service. A graduate with a library qualification as 
well enters at the same point [on the salary scale] as 
someone else with an A.L.A. 
All librarians in the Federal setup belong to a pool and 
as such are subject to transfers at the will of whoever is 
the administrative officer in charge of the executive class 
management. 
As the head [of a library], you cannot recruit professional 
staff as assistants, because they too are in the pool and 
they have to be posted or transferred to your establishment 
by the Federal Ministry of Establishments. This creates 
problems because you can only get such officers if and when 
they are available. At the departmental level you can 
only recruit West African School Certificate holders as 
library assistants and these often move after you've 
spent months training them on the job. You can't tie them 
down with promotion because only the Ministry can interview 
and promote them to the post of assistant library officers. 
Despite various petitions and recommendations nothing has 
been achieved. 
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I should have had greater job satisfaction had the 
State Government been according library services their 
due importance. That I am not completely frustrated 
now is partly a result of other administrative assignments 
from the State Librarian as well as the Permanent Secretary. 
For instance, in addition to being the head of cataloguing 
section I am in charge of capital projects, writing some 
speeches for the Permanent Secretary or Commissioner and 
heavy involvement in the journal of the ministry. 
Librarianship as a profession has got quacks in various 
special libraries, for in most cases non-professionals 
are not only designated librarians, but also allowed to 
try at professional duties. 
There were a few comments on qualifications and subject background, and how 
these affect performance or job satisfaction -
One finds the graduate librarian fairly uncomfortable with 
his A.L.A. counterparts in the public library. It is 
this single aspect that tends to frustrate the graduate 
librarian despite the degree of humility he is prepared 
to demonstrate. 
The result of our low status and our self-imposed 
devaluation is that we have now accepted that a person 
with a professional qualification must add a Ph.D. on 
top before he can be considered for a responsible post 
in a library. A qualified accountant can be made a 
Financial Director after some years of experience. 
We are gradually drifting into what Professor Ronald Dore 
called "THE DIPLOMA DISEASE" in the library profession in 
Nigeria. 
I have the feeling that I am not fully utilized with regard 
to my subject specialization - biological sciences. 
My job as an acquisitions librarian is quite exciting 
because it enables me to know what is happening in the 
book world, it gives me the opportunity to utilize my 
subject background (Science), it enables me to select and 
build a complete collection of wonderfully useful books in 
'science and engineering. One of my annoyances with the 
universities I attended was the filling up of library 
shelves with useless texts which were never consulted. 
I enjoy this opportunity I have to put things in the 
right direction. 
University students and students of colleges of technology 
have sent messages of praise for the kind of collection 
we maintain in the library. They say they have never 
found such a storehouse of useful texts. 
While some commented on choice of career generall~ others reflected on their 
personal careers. The opinions expressed varied from those who are 
dissatisfied to those who are completely satisfied with their choice of 
librarianship as a profession and their professional careers thus far. 
The word "career" or "interest" in Nigerian context does 
not necessarily mean what job one decides to do in life. 
The majority of Nigerians get employed not on interest 
of the job, but on what is readily available at the 
material time, and this can go against their original 
interest. 
Until there are opportunities for people to go into the 
fields they want, it may be hard to get many people who 
are in the professions they originally intended to be in. 
Also career planning and choice have pre-conditions: 
well-informed parents, good support for the chooser while 
he is waiting, social arrangements to facilitate choice, 
etc. 
At present I love every bit of my profession and feel that 
I missed a lot all the days I was in another profession. 
Well, perhaps I am still too young in the profession to 
feel otherwise. 
Librarianship to me is quite rewarding and is good for 
women. The future is rosy as well. 
If I joined the profession in recent times, I would have 
opted out. 
I am not quite decided whether to encourage young 
graduates to go into librarianship or not. 
I would like more opportunities for experimentation and 
personal initiative. 
The career seems not to interest me any longer. This can 
be attributed to the fact that the job does not allow me to 
do things I feel I can do best - e.g. writing books or 
articles on my subject background. 
My career has offered me the opportunity to further 
my education to some extent, to travel and to meet 
people. 
I have much to look back to as personal contributions, 
yet I have much I wish I could get accomplished before 
bowing out. 
Although I feel that my advancement in library education 
is not as rapid as it would have been if I had been in 
the practising field, nevertheless, I feel a certain 
sense of self actualization and personal satisfaction 
with my professional choice. 
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CHAPTER 8 
MOBILITY 
Of central importance in the labor marketing process is 
the mobility of labor, that is, the shifting of human 
resources into and out of the labor force and among firms, 
occupations, industries, and geographic localities. These 
kinds of movement of workers embrace all the processes 
whereby labor supply adjusts to changes in the level and 
composition of the demand for labor. Analysis of labor 
mobility, therefore, becomes a means of studying and 
evaluating the total operation of the labor market. In 
addition to its relevance to the process of labor 
allocation, mobility can also be studied with reference to 
its contribution to individual goal fulfilment, aj well as 
in the context of the class structure of society. 
The above quotation not only defines labour mobility, but also brings out 
clearly its importance in the labour market. As Parnes went on to say, 
" ••• the movement of workers among jobs and labor market areas is at the core 
of the operation of the labor market mechanism." This is particularly true 
in the short term period when the supply of labour has to adjust to changes 
in the volume and pattern of labour requirements "by movement of workers into 
and out of the labor force, between employment and unemployment, and among 
firms, occupations, industries, or 10calities.,,2 
Occupational, labour, or job, mobility, which Harvey has defined as "movement 
from position to position",3 is a common phenomenon among workers, especially 
professionals. Mobility is usually beneficial to the individual concerned, 
the profession at large, and even employers. 
For the individual mobility widens his experience even where he has to perform 
exactly the same functions he was performing in the former institution in the 
new one. However mobility is usually accompanied by elevation in status 
and enhanced remuneration. It is sometimes the best and easiest way of 
getting out of a situation that is no longer pleasant or tolerable. 
Consequently mobility raises an individual's motivation, and this may enhance 
or raise his productivity, efficiency and/or job satisfaction. 
For .the profession generally and the employers the resultant high morale or 
strong motivation and the increased productivity of affected individuals 
enrich both the profession and the employing establishments. As Parnes 
pointed out above when he talked of "short-run supply of labour", the only 
way of filling immediate vacancies, especially at the top and middle levels 
of various establishments (until such organizations are able to develop their 
own staff) may be through the mobility of existing trained manpower or 
professionals. Thus an equitable distribution of available skilled manpower 
is effected through labour mobility. 
Even for an employer that does have a large or frequent staff turnover the 
mobility of his staff may in the long run become advantageous to him. For 
continued survival of his organization he is sooner or later forced to 
reappraise his personnel policies and other factors that may be responsible 
for the turnover. Thus through remedial action he places himself in a 
position to compete effectively with his rivals and retain his staff. 
In the light of the above facts highlighting the importance of labour mobility 
in the operation of the labour market great interest has been generated in the 
study of the patterns of mobility and the factors influencing the mobility 
of different groups or classes of workers, especially the professionals. A 
glance at any volume of Dissertation Abstracts International or any other 
relevant abstracting or indexing source makes this fact obvious. In fact 
labour mobility is now a distinct and important aspect of sociology. 
Unfortunately, until recently, little attention has been given to the study of 
the mobility of librarians. The commendable work of John Frederick Harvey4 
in the 1950s was not followed up immediately. Subsequently, however, those 
who have studied the mobility of various groups of librarians include 
Braunagel,5 Taylor,6 Ward7 and Ifidon. 8 
Harvey's study is notable, among other things, for the classification of the 
mobility of librarians. He identified seven types which fall into two 
general groups as follows: 
I. Horizontal mobility: 
(a) Geographic mobility (mileage from one position 
to another). 
(b) Mobility from occupation to occupation (e.g. from 
teaching to librarianship). 
(c) Mobility from kind of library to kind of library 
(e.g. from a special to a public library). 
(d) Mobility from kind of library work to kind of 
library work (e.g. from cataloguing to reference 
work) • 
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11. Vertical mobility: 
(a) ~lobility from position level to position 
level (e.g. from departmental head to chief 
librarian) • 
(b) ~lobility from size of library to size of 
library (e.g. from a small library to a large 
one) • 
(c) Advancement level mobility (e.g. from Senior 
Librarian in a small library to Director in a 
larger library).9 
Judith Braunagel.distinguishes between external mobility ("movement by an 
individual from one employing institution to another") and geographic 
mobility which she defines as "migration across state lines" (from one state 
to another).lO To have a greater insight into the mobility of workers in a 
federation like Nigeria where the component states are divided (more or less) 
along ethnic lines, it is useful to make such a distinction. Mobility 
across state boundaries is more useful to the profession, to the country, and 
promotes much needed unity within the country, than mobility within the 
bounds of a single state. Therefore this study has concentrated attention 
on external mobility, geographical mobility and kind of library mobility. 
External Mobility: 
External mobility as has been defined above is simply a change of employer, 
movement from one establishment to another, or what Parnes refers to as 
"inter firm mobility". Here it is the movement of respondents from one 
library service to another, irrespective of location or type of library 
involved. 
Table 118 shows th?t 106 respondents (39.7%) have not moved at all. They 
have been working in the same library service since they started their 
library careers. There are about the same proportions of men and women 
(40.21~ and 38.61~ respectively) in this category. 
The remaining 161 respondents (60.3%) have moved from one library service to 
another. The number of times they have moved ranged from once to six times 
each, the mode being once. . Ninety-one individuals (34.1%) have moved once, 
while on the other extreme only one person has changed jobs for as many as 
six times. 
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IABLE 118 
External Mobility by Sex 
No.of Movements Male Female Total 
No. 0' No. 0' No. 0' '0 ,0 ,0 
None 72 40.2 34 38.6 106 39.7 
1 66 36.9 25 28.4 91 34.1 
2 18 10.1 16 18.2 34 12.7 
3 15 8.4 7 8.0 22 8.2 
4 7 3.9 3 3.4 10 3.7 
5 1 0.5 2 2.3 3 1.1 
6 1 1.1 1 0.5 
179 100.0 88 100.0 267 100.0 
Women tend to be more "mobile" than men. Thus 14.8% of the women have 
moved over two times in contrast to l2.91~ of the men.. The difference is 
significant when cognisance is taken of the fact that generally men have 
had slightly longer professional experience than women. 
In Table 119 respondents from special libraries have the highest percentage 
(50%) of those who have not changed employment while library school teachers 
have the least (14.3%). Library school teachers also have the highest 
proportion of the most "mobile" respondents, those who have moved over two 
times - 19.H~. With 8.31~ in this category college library respondents have 
the least proportion of the most "mobile" externally. 
An attempt was made to see how the external mobility of the respondents is 
related to their age at the time of the study (Table 120). Generally the 
older ones have changed jobs many more.times than the younger ones. Whereas 
51.4% of those aged 26-35 have not moved, 27.6% of those aged 36-45, and 
9.5% of those over 45 years of age, have not moved. On the other hand 
1.41~, 9.H~ and l4.31~ of those aged 26-35, 36-45 and over·45 respectively have 
moved more than three times. 
There is also some association between the ages at which respondents had their 
No.of Movements 
None 
1 
-.. 2 
" 
'" 
3 
4 
5 
6 
University 
No. 
53 
38 
17 
10 
6 
2 
.' ,. 
42.1 
30.2 
13.5 
7.9 
4.B 
1.5 
126 100.0 
TABLE 119 
External Mobility by Type of Library 
College 
No. 
4 
12 
5 
1 
1 
. ' ,.
17.4 
52.2 
21.7 
4.3 
4.3 
23 100.0 
Type of Library 
Public 
No. 
35 
24 
6 
7 
3 
.' ,. 
46.7 
32.0 
8.0 
9.3 
4.0 
75 100.0 
Special 
No • 
11 
5 
4 
1 
1 
.' ,. 
50.0 
22.7 
18.3 
4.5 
4.5 
22 100.0 
Library 
School 
No. 
3 
12 
2 
3 
1 
.' ,. 
14.3 
57.1 
9.5 
14.3 
-' 
4.8 
21 100.0 
Total 
No. 
106 
91 
34 
22 
10 
3 
1 
.' ,. 
39.7 
34.1 
12.7 
8.2 
3.7 
1.1 
0.5 
267 100.0 
co 
'" IN 
No.of Movements 
None 
1 
2 
3 
4 
5 
6 
26 - 35 
No. 
75 
50 
14 
5 
1 
1 
"' 
" 
51.4 
34.2 
9.6 
3.4 
0.7 
0.7 
146 100.0 
* Information missing for 2 respondents 
TABLE 120 
External Mobility by Present Age 
Current Age of Respondents 
36 - 45 Over 45 
No. 
27 
32 
16 
14 
7 
1 
1 
" 
" 
27.6 
32.7 
16.3 
14.3 
7.1 
1.0 
1.0 
98 100.0 
No. 
2 
9 
4 
3 
2 
1 
" 
" 
9.5 
42.9 
19.0 
14.3 
9.5 
4.8 
21 100.0 
Total 
No. "  
104 39.2 
91 34.3 
34 12.8 
22 8.3 
10 3.8 
3 1.1 
1 0.5 
265* 100.0 
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first professional appointments and the number of times they have moved 
from one library service to another (Table 121). A smaller percentage of 
those who had their first professional positions before the age of 31 than 
those who had their positions at a later age have not moved at all. A higher 
proportion of the former than the latter have also moved many more times 
(over three times). 
Since most respondents (249 or 93.3%) were married or had been married, 
the relationship between external mobility and marital status was ignored. 
However the relationship between external mobility and the number of children 
each respondent had was examined. 
excluded from the examination. 
The individuals who had not married were 
In Table 122 it seems that number of children is positively associated with 
external mobility to same extent. Those who had no children were less 
"mobile" than those who had 1 - 2 or 3 - 4 children.· However after four 
children the association diminishes. Thus those with over six children 
were less "mobile" than those with 3 - 4 or 5 - 6 children. This may suggest 
the stronger·influence· of other factors besides number of children on external 
mobility. 
There were some instances where respondents moved from one employer to another 
while they were not yet professionally qualified. Therefore the relationships 
between external mobility and both total years of library service and years 
of professional experiencejwere investigated. In Table 123· the longer the 
years of library service the less the likelihood that a respondent has not 
changed employment at all. Thus whereas 50% or more of those with no more 
than five years' experience in libraries have not moved at all, all those with 
over 20 years '. library service experience have moved. 
However the positive association between external mobility and years of 
library service is not always regular or even. As one might well expect, the 
mobility of those with 3 - 5 years' experience is greater (58.2%) than of 
those with 1 - 2 years' experience (50%). On the other hand, whereas none 
of those with 6 - 10 years' experience have moved more than three times, 
some of those with 3 - 5 years' experience have. 
Table 124 shows that the association between external mobility and professional 
experience is similar to that between external mobility and total years of 
library service. 
0 
'll 
N 
TABLE 121 
External Mobility by Age at First Professional Appointment 
No.of Movements 
None 
1. 
2 
3 
4 
5 
6 
21 - 25 
No. 
8 
17 
8 
7 
1 
2 
.-,. 
18.6 
39.5 
18.6 
16.3 
2.3 
4.7 
43 100.0 
26 - 30 
No. 
47 
44 
13 
8 
8 
1 
1 
.-
" 
38.5 
36.1 
10.7 
6.6 
6.6 
0.8 
0.8 
122 100.0 
* ·Information missing for 2 respondents 
Age at First Professional Appointment 
31-35 ~-40 41-~ 
No. No. 
36 48.0 10 55.6 
24 32.0 5 27.8 
9 12.0 2 11.1 
5 6.7 1 5.5 
1 1.3 
75 100.0 18 100.0 
No. 
3 
1 
2 
1 
.-,. 
42.9 
14.3 
28.5 
14.3 
7 100.0 
Total 
No. 
104 
91 
34 
22 
10 
3 
1 
.' ,. 
39.2 
34.3 
12.8 
8.3 
3.8 
1.1 
0.5 
265* 100.0 
No.of Movements 
None 
1 
2 
...... 
3 
'" 4 N 
5 
6 
No child 
No. 
10 
4 
4 
0' 
,0 
55.6 
22.2 
22.2 
18 100.0 
TABLE 122 
External Mobility by Number of Children 
1 - 2 
No. 
29 
25 
10 
4 
3 
0' 
,0 
40.B 
35.2 
14.1 
5.6 
4.3 
71 100.0 
Number of Children. 
3 - 4 
No. 0' '0 
42 42.4 
32 32.3 
11 11.1 
7 7.1 
3 3.0 
3 3.0 
1 1.0 
99 100.0 
5 - 6 
No. 
12 
21 
8 
8 
4 
0' 
,0 
22.6 
39.6 
15.1 
15.1 
7.6 
53 100.0 
Over 6 
No. 
4 
3 
1 
0' 
,0 
50.0 
37.5 
12.5 
8 100.0 
Total 
No. 
97 
85 
33 
20 
10 
3 
1 
0' 
,0 
39.0 
34.1 
13.3 
8.0 
4.0 
1.2 
0.4 
249 100.0 
No.of Movements 
None 
1 
2 
N 3 
\Cl 4 N 
5 
6 
TABLE 123 
External Mobility by Total Years of Library Service 
1 - 2 
No. 
36 
27 
8 
1 
.' ,. 
50.0 
37.5 
11.1 
1.4 
72 ·100.0 
3 - 5 
No. 
53 
22 
8 
4 
3 
1 
" 
" 
5B.2 
24.2 
B.B 
4.4 
3.3 
1.1 
91 100.0 
Total Years of Library Service 
6 - 10 
No. 
7 
15 
3 
4 
.' ,. 
24.1 
51.7 
10.4 
13.B 
29 100.0 
11 - 20 
No. 
10 
23 
14 
9 
3 
1 
1 
.' " 
16.4 
37.7 
23.0 
14.B 
4.9 
1.6 
1.6 
61 100.0· 
Over 20 
No. 
4 
1 
4 
4 
1 
.' ,. 
2B.6 
7.1 
28.6 
2B.6 
7.1 
14 100.0 
Total 
No. 
106 
91 
34 
22 
10 
3 
1 
" 
" 
39.7 
34.1 
12.7 
B.2 
3.7 
1.1 
0.5 
267 100.0 
No.of Movements 
None 
1 
2 
'" 
3 
'" N 4 
5 
6 
1 - 2 
No. 
56 
35 
9 
4 
1 
" 
" 
53.3 
33.3 
8.6 
3.8 
1.0 
105 100.0 
TABLE 124 
External Mobility by Professional Experience 
3 - 5 
No. 
35 
24 
11 
1 
5 
1 
" 
" 
45.4 
31.2 
14.3 
1.3 
6.5 
1.3 
77 100.0 
Years of Professional Experience 
6 - 10 11 - 20 
No. No. 
10 26.3 5 11.4 
13 34.2 17 38.6 
7 18.4 7 15.9 
5 13.2 12 27.3 
1 2.6 2 4.5 
1 2.6 1 2.3 
1 2.6 
38 100.0 44 100.0 
Over 20 
No. 
2 
1 
" 
" 
66.7 
33.3 
3 100.0 
Total 
No. 
106 
91 
34 
22 
10 
3 
1 
" 
" 
39.7 
34.1 
12.7 
8.2 
3.7 
1.1 
0.5 
267 100.0 
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Since salary is related to experience, it is not surprising that there is 
a positive correlation between external mobility and salary (Table 125). 
Generally the highest paid are also the most "mobile" and vice versa. 
However the most "mobile" individual,· who has changed jobs six times, is not 
among the highest paid respondents. 
Table 126 shows the relationship between external mobility and qualifications. 
Those with a first degree in library studies (B.L.S.) are the least "mobile". 
Twenty of them (62.5%) have not moved from one establishment to another. 
Those with A.L.A., master's degree in a subject field, or Ph.D. seem to be 
the most "mobile" groups, as of course they tend to be in the older age group. 
Those whose main function is teaching have the least percentage of 
respondents who have not moved at all (14.3%), while respondents involved in 
other major functions, besides the four main ones identified, have the highest 
percentage of those who have not moved (Table 127). For those who are 
"mobile" the frequency of external mobility of respondents in administration 
and teaching is similar; and it is the highest. Those working in readers' 
services departments have a higher percentage of those who have not moved 
than those in technical services departments (53.4% and 39.1% respectively). 
However, for the "mobile" ones among these two groups, frequency of mobility 
is higher among those in technical services departments than those in readers' 
services. 
In terms of both the percentage of those who have moved and the frequency of 
mobility, heads of libraries are more "mobile" than the others (Table 128). 
However the individual who has moved six times is not the head of a library. 
There is also some positive correlation between external mobility and 
membership of professional associations (Table 129). Those respondents 
who belong to no association at all have the highest percentage of those who 
are not "mobile". Over half of them have not moved at all. The 
relationship between external mobility and membership of professional 
associations is however not regular. Thus a higher percentage of those who 
belong to one or two associations have moved many more times than those who 
belong to three or four. 
There is some association between external mobility and articles published. 
(Table 130). Those who have not moved at all have the highest percentage 
No.of Movements 
None 
1 
2 
'" 
3 
'" N 4 
5 
6 
08 - 09 
No. 
63 
29 
8 
4 
1 
0' 
" 
60.0 
27.6 
7.6 
3.8 
1.0 
105 100.0 
TABLE 125 
External Mobility by Salary 
10 - 12 
No. 
34 
45 
18 
11 
6 
1 
1 
" ,0 
29.3 
38.8 
15.5 
9.5 
5.2 
0.9 
0.9 
116 100.0 
Salary Grade Level 
13 - 14 
No. 
8 
11 
6 
4 
1 
1 
0' 
'0 
25.8 
35.5 
19.4 
12.9 
3.2 
3.2 
31 100.0 
15 - 16 
No. 
1 
6 
2 
3 
2 
1 
" ,0 
6.7 
40.0 
13.3 
20.0 
13.3 
6.7 
15 100.0 
Total 
No. 
106 
91 
34 
22 
10 
3 
1 
0' 
" 
39.7 
34.1 
12.7 
8.2 
3.7 
1.1 
0.5 
267 100.0 
Quali fications 
A.L.A. 
A.L.A.+ M.L.S. 
B.L.S. 
'" 
B.A.+ A.L.A. or 
'" P.G.D.L. " 
B.A.+ M.L.S. 
M.A.+ P.G.D.L. 
M.L.S. 
Ph.D. 
Other 
or 
None 
No. 
4 
2 
20 
43 
30 
3 
1 
3 
" 
" 
12.9 
15.4 
62.5 
44.3 
46.2 
16.7 
12.5 
100.0 
106 39.7 
TABLE 126. 
External Mobility by Qualifications 
1 - 2 
No. 
16 
9 
11 
47 
29 
9 
4 
" 
" 
51.6 
69.2 
34.4 
48.5 
44.6 
50.0 
.50.0 
125 46.8 
Number of Movements 
3 - 4 
No. 
11 
1 
6 
6 
6 
2 
" " 
35.5 
3.1 
6.2 
9.2 
33.3 
25.0 
32 12.0 
5 - 6 
No. 
2 
1 
1 
4 
" 
" 
15.4 
1.0 
12.5 
1.5 
Total 
No. 
31 
13 
32 
97 
65 
18 
B 
3 
" " 
100.0 
100.0 
100.0 
100.0 
100.0 
100.0 
100.0 
100.0 
267 100.0 
,... 
'" 
'" 
TABLE 127 
External Mobility by Main Function 
No.of Movements 
None 
1 
2 
3 
4 
5 
Administration 
No. 
23 
25 
9 
10 
3 
2 
"  
31.9 
34.7 
12.5 
13.9 
4.2 
2.8 
72 100.0 
Readers' 
Services 
No. 
39 
23 
8 
2 
1 
" 
" 
53.4 
31.5 
11.0 
2.7 
1.4 
73 100.0 
* Information missing for 2 respondents 
Main Function 
Technical 
Services 
Teaching 
No. " 
" 
No. " 
" 
36 39.1 3 14.3 
31 33.7 12 57.1 
13 14.2 2 9.5 
6 6.5 3 14.3 
6 6.5 
1 4.8 
92 100.0 21 100.0 
others 
No. 
4 
2 
1 
" " 
57.1 
28.6 
14.3 
7 100.0 
Total 
No. 
105 
91 
34 
22 
10 
3. 
" 
" 
39.6 
34.4 
12.8 
8.3 
3.8 
1.1 
265* 100.0 
No. of Movements 
None 
1 
2 
<Xl 3 
'" 
'" 4 
5 
6 
TABLE 128 
Headship of Library by External Mobility 
Heads of Libraries 
No. 
7 
16 
5 
6 
3 
1 
38 
" 
'" 
18.4 
42.1 
13.2 
15.8 
7.9 
2.6 
100.0 
Others 
No. 
99 
75 
29 
16 
7 
2 
1 
229 
.' " 
43.2 
32.8 
12.7 
7.0 
3.1 
0.8 
0.4 
100.0 
Total 
No. 
106 
91 
34 
22 
10 
3 
1 
.' " 
39.7 
34.1 
12.7 
8.2 
3.7 
1.1 
0.5 
267 100.0 
No.of Movements 
None 
1 
2 
:7\ 3 
'" N 4 
5 
6 
TABLE 129 
External Mobility by Number of Memberships in Professional Associations 
None 
No. 
24 
14 
5 
2 
1 
" 
" 
52.2 
30.4 
10.9 
4.3 
2.2 
46 100.0 
1 
No. 
60 
55 
21 
10 . 
6' 
1 
" 
" 
39.2 
35.9 
13.7 
6.5 
3.9 
O.B 
153 100.0 
No. of Associations 
2 
No. 
IB 
16 
B 
9 
2 
2 
cv 
" 
32.7 
29.1 
14.5 
16.4 
3.6 
3.6 
55 100.0 
3 
No. 
3 
6 
2 
cv 
" 
27.3 
54.5 
IB.2 
11 100.0 
4 
No. 
1 
1 
" 
" 
50.0 
50.0 
2 100.0 
Total 
No. 
106 
91 
34 
22 
10 
3 
1 
"  
39.7 
34.1 
12.7 
B.2 
3.7 
1.1 
0.5 
267 100.0 
o 
..... 
N 
No.of Movements 
None 
1 
2 - 3 
4 - 6 
None 
No. 
75 45.7 
55 33.5 
28 17.1 
6 3.7 
164 100.0 
TABLE 130 
External Mobility by Periodical Articles 
1 - 3 
No. . ' ,.
27 38.6 
23 32.9 
16 22.9 
4 5.6 
70 100.0 
Number of Articles 
4 - 10 
No. 
2 8.3 
11 45.8 
9 37.6 
2 8.3 
24 100.0 
11 - 20 
No • 
.' ,. 
2 22.2 
2 22.2 
3 33.3 
2 22.2 
9 100.0 
Total 
No. .' ,. 
106 39.7 
91 34.1 
56 20.9 
14 5.3 
267 100.0 
LIl. 
(45.7%) of respondents who have not written any articles. On the other 
hand those who have written 11 - 20 articles have the highest percentage of 
respondents who have moved many times (4 - 6 times or even 2 - 6 times). 
Geographical Mobility: 
Geographical mobility refers to mobility across state boundaries. 
individuals have moved geographically than externally (136 and 161 
respectively). 
Fewer 
Table 131 shows the rates of geographical mobility of male and female 
respondents. One hundred and thirty-one respondents (49.1%) were not 
geographically mobile. A higher percentage of men (50.8%) than women 
(45.5~0) have not moved from one state to another. 
TABLE 131 
Geographical Mobility by Sex 
No.of Movements Male Female Total 
No. 0' No. '" No. '" ,0 ,0 ,0 
None 91 50.8 40 45.5 131 49.1 
1 56 31.3 24 27.3 80 30.0 
2 16 8.9 14 15.9 30 11.2 
3 13 7.3 5 5.7 18 6.7 
4 2 1.1 4 4.5 6 2.2 
5 1 0.6 1 1.1 2 0.8 
179 100.0 88 100.0 267 100.0 
For the other respondents geographical mobility ranged from one to five, one 
being the mode. Eighty respondents (30%) have moved once, 30 twice, 18 
thrice, 6 four times, and 2 five times. The rate or frequency of mobility 
is higher among female respondents than among their male counterparts. Thus 
whereas five women (5.6%) have moved four or five times, only three men (1.7%) 
have moved so many times. 
In Table 132 special librarians have the highest percentage (59.l%) of 
respondents who are geographically non-mobile while library school teachers 
have the least (28.6%). Respondents from university libraries have the 
most mobile individuals. 
Here again current age is associated with the number of times individuals 
have moved geographically (Table l33). The youngest respondents have 
the highest percentage of those who are non-mobile while the oldest have 
the least. Those over 35 have a much higher percentage of those who have 
moved-more than three times than respondents of 35 and under. 
Respondents' age at the time of first professional appointment is inversely 
correlated to geographical mobility (Table l34). Those who got their first 
professional posts at a younger age have generally been more mobile than those 
who got theirs at a later age. In this regard the age of 30 seems to be the 
clearest dividing line between those who got their first professional 
appointments at an earlier age (21 - 3D) and those who got theirs at-a later 
age (over 30). 
Respondents with children of their own are geographically more mobile than those 
who have none (Table l35). As with external mobility, the association 
between geographical mobility and number of children diminishes after four 
children. This seems to suggest there is greater association between 
factors like age and years of experience rather than number of children per se. 
Geographical mobility is associated with total years of library service in 
Table 136. The higher the years of service, the less the percentage of 
non-mobile respondents. Respondents who have put in more than ten years' 
\ service have also the greater percentage of those who have moved more 
frequently (more than twice) than respondents with less years of service. 
In the case of professional experience (Table l37) mobility or non-mobility 
is related to professional experience. The longer the years of experience 
the higher the percentage of mobile respondents until one gets to those with 
over 20 years' professional experience, all of whom have been mobile. 
However the frequency of geographical mobility or the number of times an 
individual moves is not strictly dependent on professional experience. None 
No.of Movements 
None 
1 
2 
'" .... 3 ,...
4 
5 
University 
No. 
63 
31 
16 
10 
4 
2 
.' ,. 
50.0 
24.6 
12.7 
7.9 
3.2 
1.6 
126 100.0 
TABLE 132 
Geographical Mobility by Type of Library 
College 
No. 
12 
7 
2 
1 
1 
.' ,. 
52.2 
30.4 
8.7 
4.3 
4.3 
23 100.0 
Type of Library 
Public 
No. 
37 
26 
8 
4 
.' ,. 
49.3 
34.7 
10.7 
5.3 
75 100.0 
Special 
No. 
13 
4 
3 
2 
.' ,. 
59.1 
18.2 
13.6 
9.1 
22 100.0 
Library 
School 
No. 
6 
12 
1 
1 
1 
.' ,. 
28.6 
57.1 
4.8 
4.8 
4.8 
21 100.0 
Total 
No. 
131 
80 
30 
18 
6 
2 
.' '" 
49.1 
30.0 
11.2 
6.7 
2.2 
0.8 
267 100.0 
od" 
.... 
N 
No.of Movements 
None 
1 
2 
3 
4 
5 
26 - 35 
No. 
87 
42 
11 
4 
2 
0' 
,0 
59.6 
28.8 
7.5 
2.7 
1.4 
146 100.0 
* Information lacking for 2 respondents 
TABLE 133 
Geographical Mobility by Present Age 
Present Age of Respondents 
36 - 45 Over 45 
No. 
39 
27 
14 
13 
4 
1 
0' 
,0 
39.8 
27.6 
14.3 
13.3 
4.0 
1.0 
98 100.0 
No. 
3 
11 
5 
1 
1 
0' 
,0 
14.3 
52.4. 
23.B 
4.8 
4.8 
21 100.0 
Total 
No. 
129 
80 
30 
18 
6 
2 
0' 
,0 
48.7 
30.2 
11.3 
6.8 
2.3 
0.7 
265* 100.0 
'" r--N 
TABLE 134 
Geographical Mobility by Age at First Professional Appointment 
No.of Movements 
None 
1 
2 
3 
4 
5 
21 - 25 
No. 
12 
15 
8 
5 
2 
1 
" " 
27.9 
34.9 
18.6 
11.6 
4.7 
2.3 
43 100.0 
26 - 30 
No. 
55 
41 
14 
7 
4 
1 
" " 
45.1 
33.6 
11.5 
5.7 
3.3 
0.8 
122 100.0 
* Information lacking for 2 respondents 
Age at First Professional Appointment 
31 - 35 
No. 
46 
20 
5 
4 
" " 
61.3 
26.7 
6.7 
5.3 
75 100.0 
36 - 40 
No •. 
12 
4 
1 
1 
" 
" 
66.7 
22.2 
5.6 
5.6 
18 100.0 
41 - 45 
No. 
4 
2 
1 
" " 
57.1 
28.6 
14.3 
7 100.0 
Total 
No. " " 
129 48.7 
80 30.2 
30 11.3 
18 6.8 
6 2.3 
2 0.7 
265* 100.0 
No.of Movements 
None 
1 
2 
-0 3 
r-- 4 N 
5 
No- child 
No. 
10 
7 
1 
0' 
,0 
55.6 
38.9 
5.5 
18 100.0 
TABLE 135 
Geographical Mobility' by Number of Children 
1- 2 
No. 
35 
23 
8 
3 
2 
0' 
,Q 
49.3 
32.4 
11.3 
4.2 
2.8 
71 100.0 
3 - 4 
No. 
52 
26 
11 
5 
3 
2 
Q' 
,Q 
52.5 
26.3 
11.1 
5.1 
3.0 
2.0 
99 100.0 
Number of Children 
5 - 6 
No •. 
17 
19 
9 
7 
1 
-
0' 
,Q 
32.1 
35.8 
17.0 
13.2 
1.9 
53 100.0 
Over 6 
No. Q' ,0 
5 62.5 
2 25.0 
1 12.5 
8 100.0 
Total 
No. 
119 
77 
29 
16 
6 
2 
" ,Q 
47.8 
30.9 
11.6 
6.4 
2.4 
0.9 
249 100.0 
No.of Movements 
None 
1 
2 
..... 3 
..... 
N 4 
5 
1 - 2 
No. 
46 
20 
5 
1 
.' " 
63.9 
27.8 
6.9 
1.4 
72 100.0 
TABLE 136 
Geographical Mobility by Total Vears of Library Service 
3 - 5 
No. 
59 
19 
8 
1 
4 
.' ,0 
64.8 
20.9 
8.8 
1.1 
4.4 
91 100.0 
Total Vears of Library Service 
6 - 10 
No. 
9 
14 
2 
4 
" 
,. 
31.0 
48.3 
6.9 
13.8 
29 100.0 
11 - 20 
No. 
17 
23 
11 
8 
1 
1 
" 
,. 
27.9 
37.7 
18.0 
13.1 
1.6 
1.6 
61 100.0 
Over 20 
No. 
4 
4 
4 
1 
1 
.' " 
28.6 
28.6 
28.6 
7.1 
7.1 
14 100.0 
Total 
No. 
131 
80 
30 
18 
6 
2 
" 
" 
49.1 
30.0 
11.2 
6.7 
2.2 
0.8 
267 100.0 
No. of Movements 
None 
1 
2 
co 3 ,.. 
N 4 
5 
1 - 2 
No. 
69 
24 
8 
3 
1 
" " 
65.7 
22.9 
7.6 
2.9 
0.9 
105 100.0 
TABLE 137 
Geographical Mobility by Professional Experience 
3 - 5 
No. 
41 
24 
7 
1 
3 
1 
" 
" 
53.2 
31.2 
9.1 
1.3 
3.9 
1.3 
77 100.0 
Years of Professional Experience 
6 - 10 
No. 
12 
14 
5 
6 
1 
" 
" 
31.6 
36.B 
13.2 
15.8 
2.6 
38 100.0 
11 - 20 
No. 
9 
16 
9 
8 
1 
1 
" 
" 
20.5 
36.4 
20.5 
18.2 
2.2 
2.2 
44 100.0 
Over 20 
No. 
2 
1 
" " 
66.7 
33.3 
3 100.0 
Total 
No. 
131 
80 
30 
18 
6 
2 
" " 
49.1 
30.0 
11.2 
6.7 
2.2 
0.8 
267 100.0 
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of those with over 20 years' experience has moved more than two times. 
On the other hand, some of those with 3 - 5 years' experience have moved 
as many times as those with 6 - 10 or 11 - 20 years' professional experience. 
There is also some positive association between salary and geographical 
mobility (Table 138). The lower the salary the greater the number of non-
mobile respondents (in other words the lower percentage of mobile 
respondents as well). 
the highest paid. 
However some of the most mobile respondents are not 
All the three respondents with no professional qualifications have been 
geographically non-mobile (Table 139). They are followed in non-mobility 
by the S.L.S. graduates, 68.8% of whom have not moved. Just as in the 
case of external mobility, respondents with A.L.A., Ph.D. and master's 
degree in a subject field are the most mobile geographically. 
In Table 140 teachers have the least percentage of those who have not moved 
at all. However the administrators and those in technical services 
departments have the most mobile respondents. Table 141 shows that heads 
of libraries are geographically more mobile than the other respondents. A 
higher percentage of them have moved more frequently than the others. 
In Table 142 respondents who are affiliated to no professional or scholarly 
association have the highest percentage of non-mobile librarians. For 
those who are members of professional associations, however, the number 
of associations which an individual belongs to is not closely related to 
his mobility or rate of mobility. 
There does not seem to be any significant association between geographical 
mobility and number of articles published, though the highest percentage of non 
mobile librarians is found among those who have not published any article 
(Table 143). A mobile respondent who has moved once or twice is likely to 
have written as many articles as one who has moved many times. 
The tendency or ultimate objective of geographical mobility among the 
Nigerian (indigenous) librarians has been towards working in one's home state 
or state of origin. Of the 217 Nigerians who indicated their states of 
origin, 105 or 48.4% were working in their states of origin at the time of 
the study. They consisted of 78 men (50.3~~ of the male Nigerians) and 27 
women (43.5% of female Nigerians). 
No.of Movements 
None 
1 
2 
0 3 
co 
N 4 
5 
OB - 09 
No. 
71 
24 
6 
3 
1 
.' ,. 
67.6 
22.9 
5.7 
2.9 
0.9 
105 100.0 
TABLE 13B 
Geographical Mobility by Salary 
10 - 12 
No. 
4B 
37 
16 
10 
5 
.' ,. 
41.4 
31.9 
13.B 
B.6 
4.3 
116 100.0 
Salary Grade Level 
13 - 14 
No. 
9 
14 
5 
2 
1 
.' ,. 
29.0 
45.2 
16.1 
6.5 
3.2 
31 100.0 
15 - 16 
No. 
3 
5 
3 
3 
1 
.' ,. 
20.0 
33.3 
20.0 
20.0 
6.7 
15 100.0 
Total 
No. 
131 
BO 
30 
IB 
6 
2 
.' ,. 
49.1 
30.0 
11.2 
6.7 
2.2 
O.B 
267 . 100.0 
Quali fications 
A.L.A. 
A.L.A.+ M.L.S. 
B.L.S. 
..... 
B.A. + A.L.A. or 
CD P.G.D.L. N 
B.A.+ M.L.S. 
M.A.+ P.G.D.L. or 
M.L.S. 
Ph.D. 
Other 
None 
No. 
7 
4 
22 
56 
34 
4 
1 
3 
0' 
,0 
22.6 
30.B 
6B.B 
57.7 
52.3 
22.2 
12.5 
100.0 
131 49.1 
TABLE 139 
Geographical Mobility by Qualifications 
1 
No. 
10 
6 
9 
27 
17 
6 
5 
0' 
,0 
32.3 
46.2 
2B.l 
27.B 
26.2 
33.3 
62.5 
BD 30.0 
Number of Movements 
2 
No. 
B 
1 
7 
10 
4 
0' 
,0 
25.B 
7.7 
7.2 
15.4 
22.2 
No. 
4 
1 
1 
4 
3 
4 
1 
30 11.2 18 
3 
0' 
,0 
12.9 
7.7 
3.1 
4.1 
4.6 
22.2 
12.5 
6.7 
No. 
2 
3 
1 
6 
4 
0' 
,0 
6.4 
3.1 
1.5 
2.2 
No. 
1 
1 
2 
5 
0' 
,0 
7.7 
12.5 
0.8 
Total 
No. 0' ,0 
31 100.0 
13 100.0 
32 100.0 
97 100.0 
65 100.0 
18 100.0 
8 100.0 
3 100.0 
267 100.0 
N 
CD 
N 
TABLE 140 
Geographical Mobility by Main Function 
No.of Movements 
None 
1 
2 
3 
4 
5 
Administration 
No. 
31 
20 
10 
8 
1 
2 
.-
" 
43.1 
27.8 
13.9 
ll.l 
1.4 
2.8 
72 100.0 
Readers' 
Services 
No • 
45 
20 
5 
3 
.-
" 
61.6 
27.4 
6.8 
4.2 
73 100.0 
* Information not provided by 2 respondents 
Technical 
Services 
No. 
44 
26 
13 
5 
4 
.-
" 
47.B 
28.3 
14.1 
5.4 
4.4 
92 100.0 
Main Function 
Teaching 
No. 
7 
12 
1 
1 
.-
" 
33.3 
57.1 
4.8 
4.8 
21 100.0 
Others 
No. 
4 
2 
1 
.-
" 
57.1 
28.6 
14.3 
7 100.0 
Total 
No. 
131 
80 
30 
17 
5 
2 
" 
" 
49.4 
30.2 
11.3 
6.4 
1.9 
0.8 
265* 100.0 
No. of Movements 
None 
1 
'" 
2 
<Xl 
N 
3 
4 
5 
TABLE 141 
Headship of Library by Geographical Mobility 
Heads of Libraries 
No. 
14 
11 
7 
4 
1 
1 
38 
.' " 
36.8 
2B.9 
18.4 
10.5 
2.7 
2.7 
100.0 
No. 
117 
69 
23 
14 
5 
1 
229 
Others 
" " 
51.1 
30.1 
10.0 
6.1 
2.2 
0.5 
100.0 
No. 
131 
80 
30 
18 
6 
2 
267 
Total 
" " 
49.1 
30.0 
11.2 
6.7 
2.2 
0.8 
100.0 
No. of Movements 
None 
1 
2 
t 3 
0 
• 4 
5 
None 
No. 
28 
12 
3 
1 
2 
D' 
,D 
60.9 
26.1 
6.5 
2.2 
4.3 
46 100.0 
TABLE 142 
Geographical Mobility by Number of Memberships in Professional Associations 
1 
No. 
73 
50 
19 
7 
3 
1 
D' 
,D 
47.7 
32.7 
12.4 
4.6 
2.0 
0.6 
153 100.0 
Number of Associations 
2 
No. 
24 
14 
7 
8 
1 
1 
... 
,D 
43.6 
25.5 
12.7 
14.5 
1.8 
1.8 
55 100.0 
No. 
5 
·4 
2 
3 
D' 
,D 
45.5 
36.4 
18.2 
11 100.0 
4 
No. 
1 
1 
D' 
" 
50.0 
50.0 
2 100.0 
Total 
No. 
131 
80 
30 
18 
6 
2 
" " 
49.1 
30.0 
11.2 
6.7 
2.2 
0.8 
267 100.0 
'" Cl> N 
No.of Movements 
None 
1 
2 - 3 
4 - 5 
None 
No. 
.' ,. 
89 54.3 
48 29.3 
23 14.0 
4 2.4 
164 100.0 
TABLE 143 
Geographical Mobility by Periodical Articles 
1 - 3 
No. .' ,. 
35 50.0 
19 27.1 
14 20.0 
2 2.9 
70 100.0 
Number of Articles 
4 - 10 
No. 
.' ,. 
4 16.7 
12 50.0 
8 33.3· 
24 100.0 
11 - 20 
No. . ' ,.
3 33.3 
1 11.1 
3 33.3 
2 22.2 
9 100.0 
Total 
No • .' ,. 
131 49.1 
80 30.0 
48 17.9 
8 3.0 
267 100.0 
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Table 144 shows the Nigerian respondents working in their states of origin 
according to the types of libraries in which they are currently working. 
An overwhelming majority of Nigerian public librarians (82.9%) are working 
in their states of origin. Included among the public librarians are librarian~ 
employed by the National Library of Nigeria. The National Library is a 
federal institution based in the federal capital, Lagos. It employs its 
staff from all over the country. Therefore if respondents from the 
National Library were to be excluded from this consideration, virtually all 
the public librarians would be working in their states of origin. This is 
so because public libraries are state-owned institutions. Because of 
ethnic parochialism state agencies normally recruit the indigenes of the 
state in their public services. Consequently most Nigerians do not feel 
secure to seek employment in agencies of other states besides their own 
states. 
Many colleges belong also to the states. Therefore the majority of the 
college librarians (52.2%) are working in their home states. The other types 
of institutions, library schools, special libraries and universities are 
owned by the federal government. Consequently they recruit staff from 
different parts of the country; hence fewer of the respondents from these 
institutions are working in their states of. origin than those employed in 
state-owned institutions. 
In Table 145 it has not been possible to exclude the expatriates from 
consideration. All the same it shows that working in state of origin is 
related to a respondent's qualification. The lower the qualification, the 
higher the percentage of respondents working in their states of origin. 
In other words, those with higher qualifications are more marketable and 
more ready to work in states other than their own than those with lower 
qualifications. Non-graduate librarians (A.L.A.), graduate librarians 
without a first degree (A.L.A. + M.L.S.) and "librarians" without professional 
qualifications ("other") have the highest percentages of those working in 
their home states. Among the rest also, the higher the qualification, the 
greater the percentage of those working outside their home states. 
Kind of Library Mobility: 
Another important type of librarians' mobility is the movement from one kind 
or type of library to another - e.g. from public to special library. Just 
..... 
co 
N 
Working in State of Origin 
Not working in State of Origin 
TABLE 144 
Working in State of Origin by Type of Library 
Type of Library 
University College Public Special 
No. 0' No. D' No. D' No. 0' ,0 
" 
,0 ,0 
29 30.5 12 52.2 58 82.9 5 26.3 
66 69.5 11 47.8 12 17.1 14 73.7 
95 100.0 23 100.0 70 100.0 19 100.0 
Library Total 
School 
No. D' No. 0' 
" 
,0 
1 10.0 105 48.4 
9 90.0 112 51.6 
10 100.0 217 100.0 
<Xl 
<Xl 
'" 
TABLE 145 
Working in state of Origin by Qualifications 
Quali fications 
A.L.A. 
A.L.A. + M.L.S. 
B.L.S. 
B.A. + A.L.A. or P.G.D.L. 
B.A. + M.L.S. 
M.A. + P.G.D.L. or M.L.S. 
Ph.D. 
Other 
* Information missing for 15 respondents 
Respondents Working in their 
states of origin 
No. 
20 
7 
12 
35 
24 
5 
1 
1 
105 
0' 
,0 
66.7 
53.8 
41.4 
38.5 
38.1 
31.3 
12.5 
50.0 
41.7 
Respondents not working in 
their States of origin 
No. 
10 
6 
17 
56 
39 
11 
7 
1 
147 
0' 
,0 
33.3 
46.2 
58.6 
61.5 
61.9 
68.7 
87.5 
50.0 
58.3 
Total 
No. 
30 
13 
29 
91 
63 
16 
8 
2 
252* 
0' 
,0 
100.0 
100.0 
100.0 
100.0 
100.0 
.100.0 
100.0 
100.0 
100.0 
like geographical mobility which makes it possible to fill vacant positions 
in all parts of the country (whether a state has sufficient indigenous 
librarians or not), the ability and willingness to work in different types 
of libraries make librarians flexible enough to ensure a reasonable 
distribution of staff in all types of libraries. 
Table 146 shows the pattern of kind of library mobility among the respondents. 
There is a considerable amount of mobility from one type of library to another. 
The most popular form of mobility, however, has been from one library to 
another of the same kind. Thus, the most outstanding mobility patterns, 
have been from university library to university library (51 respondents); 
and from public library to public library (48). Even with regard to actual 
mobility from one kind of library to another, the tendency has been to move 
to kinds of libraries that are closely related. Thus there is a fair 
amount of mobility from special to university libraries (23) which are both 
research libraries and from college to university libraries (12) which are 
both academic. 
There has been greater mobility away from school libraries (12) than to school 
libraries (7). This brings out clearly the fate of school libraries in the 
country - rather than thriving and increasing with the passage of time, they 
are decreasing because serious attention has never been paid to the 
development of school library services in the country. As the other types 
of libraries grow and improve their conditions 
away the librarians in the few existing school 
of service they tend to draw 
libraries. It is sad to record 
that in the present study, it was not possible to find a single school 
librarian who could participate in the study. 
Another noteworthy case is that of library schools. Mobility has been from 
other types of libraries to library schools. This kind of mobility is good 
in that it is evidence that most library school teachers have had some 
practical experience before going into the field of teaching. However, there 
is no evidence of the complimentary aspect of teachers moving out of the 
classroom to practise for some time in order to keep abreast of new practices 
and developments in the profession. This would make their teaching and 
, research more realistic and up to date. The only single movement from a 
library school has been to another library school. 
TABLE 146 
Pattern of Kind of Library t10bility 
Kind of Library Movement 
From public library to university library 
From public library to college library 
From public library to public library 
From public library to National library 
From public library to special library 
From public library to school library 
From public library to library school 
From National Library to university library 
From National Library to college library 
From National Library to special library 
From special library to university library 
From special [ibrary to college library 
From special library to public library 
From special library to National Library 
From special library to special library 
From special library to school library 
From special library to library school 
From liniversity library to university library 
From university library to college library 
From university library to public library 
From university library to National Library 
From university library to special library 
From university library to school library 
From ~niversity library to library school 
From college library to university library 
From college library to college library 
From college library to public library 
From college library to special library 
From c"ollege library to library school 
From school library "to university library 
From school library to college library 
From school library to public library 
From school library to special library 
From school library to school library 
From school library to library school 
From Library School to Library School 
Male 
7 
8 
34 
1 
3 
1 
2 
1 
4 
1 
16 
1 
8 
1 
3 
1 
2 
35 
7 
9 
3 
4 
6 
8 
3 
2 
3 
1 
5 
1 
Female 
4 
1 
14 
6 
1 
1 
4 
7 
1 
5 
1 
4 
1 
16 
3 
3 
6 
4 
4 
4 
1 
2 
1 
1 
1 
2 
1 
1 
1 
Total 
11 
9 
48 
1 
9 
2 
3 
5 
4 
1 
23 
2 
13 
2 
7 
1 
3 
51 
10 
12 
3 
10 
4 
10 
12 
3 
3 
5 
1 
6 
1 
2 
2 
1 
1 
1 
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Length of Employment in Present Library: 
Another measure of mobility which has been used by several investigatorsll - 14 
is what they have referred to as "tenure". By tenure is meant a 
continuous period of employment in a single (usually the current) library or 
position.15 This length of employment in a library or position is used as 
a measure of mobility because the less time a person spends in a library or 
position the more "mobile" he is (that is the more times he changes 
employment). Thus if two individuals have 20 years' professional experience 
each, while one spends 10 years in one library the other spends 5, then the 
latter would have changed jobs more often (been more "mobile") than the 
former. 
Table 147 shows the lengths of employment of the respondents at their 
libraries or library schools during the time the questionnaire was distributed. 
The lengths of employment varied from one to twenty years, the mode being" 
1 - 2 years. Over half of the respondents (142 or 53.5%) had worked for 
one or two years in their current libraries; 19 (7 .2~~) for 6 - 10 years; 
24 (9.1~~) for 11 - 15 years; and 3 (1.1%) for 16-20 years. A great majority 
of the respondents, therefore, had no more than 5 years' experience or 
length of employment in their present libraries. Women have had slightly 
less lengths of employment than men. Whereas 89. 7~~ of the women had been 
employed for no more than 5 years in their current libraries 79.2% of the 
men had similar lengths of employment. On the other hand, no woman had an 
employment period of over 15 years whereas three men (1.7%) had. 
TABLE 147 
Length of Employment in Present Library by Sex 
Years of Male Female Total 
No. 0' No. 0' No. 0' ,0 
" 
,0 
1 - 2 93 52.2 49 56.4 142 53.5 
3 - 5 48 27.0 29 33.3 77 29.1 
6 -10 14 7.9 5 5.7 19 7.2 
11 - 15 20 11.2 4 4.6 24 9.1 
16 - 20 3 1.7 3 1.1 
178 100.0 87 100.0 265* 100.0 
* Information lacking for 2 respondents 
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In Table 148 college librarians have the highest percentage (78.3%) of 
respondents with the least lengths of employment· (1 - 2 years) in their 
present libraries. They are followed by library school teachers with 
66.6%. 
University librarians have the least percentage (46.8%) of those with the 
least length of employment in their present libraries. On the other hand, 
they have the highest percentage (16.1%) of respondents with over 10 years' 
service record. Therefore respondents from university libraries have had 
the longest periods of employment in their present libraries. Besides 
having the highest percentage of respondents with the least service records 
in the current libraries, no respondent from a college library has worked 
for more than 10 years in his/her present library. Thus college 
librarians generally have had the least length of employment in their present 
libraries. 
The youngest respondents have also had the shortest periods of employment in 
their present libraries (Table 149). Length of employment in present 
library is positively correlated to age. Only one respondent not above 
30 years of age had put in more than five years' service in his present 
library. On the other hand, 11.2% of respondents aged 31 - 40 and 44.6% 
of respondents over 40 years of age had put in more than five years' service. 
In Table 150 there is no fixed or clear pattern of relationship between 
qualifications and length of employment in present library. Thus those with 
B.L.S. and Ph.D. have had no more than 10 years' service while some of those 
with A.L.A. + M.L.S., bachelor's degree· + A.L.A. or P.G.D.L., and master's 
degree + P.G.D.L. or M.L.S. have. 
Salary is also not very much associated with length of employment in present 
library (Table 151). Some of the least paid respondents have worked in 
their current libraries for as long as some of the highest paid and vice versa. 
Over 50% of both the highest and least paid have put in 1 - 2 years' service. 
One respondent each of the highest and lowest paid has a length of employment 
of over 15 years in his present library. 
Respondents engaged in other main functions (others) besides the four major 
ones listed have generally been employed in their current libraries for less 
time than the rest (Table 152). Respondents whose main function is 
administration have had the longest periods of employment in their present 
'" 
'" N 
TABLE 148 
Length of Employment in Present Library by Type of Library 
Years of 
Employment 
1 - 2 
3 - 5 
6 - 10 
11 - 15 
16 - 20 
University 
No. 
58 
41 
5 
18 
2 
.' " 
46.8 
33.1 
4.0 
14.5 
1.6 
124 100.0 
College 
No. 
18 
4 
1 
. ' ,.
78.3 
17.4 
4.3 
23 100.0 
* Information lacking for 2 respondents 
Public & 
National 
No. 
40 
21 
10 
3 
1 
., ,. 
53.4 
28.0 
13.3 
4.0 
1.3 
75 100.0 
Special 
No. 
12 
6 
2 
2 
.' ,. 
54.5 
27.3 
9.1 
9.1 
22 100.0 
Library 
School 
No • 
14 
5 
1 
1 
.' ,. 
66.6 
23.8 
4.8 
4.8 
21 100.0 
Total . 
No. 
142 
77 
19 
24 
3 
.' ,. 
53.5 
29.1 
7.2 
9.1 
1.1 
265 * 100.0 
-<t 
er. 
'" 
TABLE 149 
Length of Employment in Present Library by Age 
Years of Employment 
1 - 2 
3 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 30 
No. 
44 
11 
1 
"  
78.6 
19.6 
1.8 
56 100.0 
* Information lacking for 3 respondents 
Age of Respondents 
31 - 40 
No. 
77 
50 
10 
5 
1 
.' ,. 
53.8 
35.0 
7.0 
3.5 
0.7 
143 100.0 
Over 40 
No. 
20 
16 
8 
19 
2 
.' ,. 
30.8 
24.6 
12.3 
29.2 
3.1 
65 100.0 
Total 
No. 
141 
77 
19 
24 
3 
.' " 
53.4 
29.2 
7.2 
9.1 
1.1 
264* 100.0 
U'\ 
0\ 
N 
TABLE 150 
Length of Employment in Present Library by Qualifications 
Qualifications 
A.L.A. or F.L.A. 
A.L.A. + M.L.S. 
B.L.S. 
B.A. + A.L.A. 
or P.G.D.L. 
B.A. + M.L.S. 
M.A. + P.G.D.L. 
or M.L.S. 
Ph.D. 
Other 
1 - 2 
No. 
15 
4 
27 
47 
33 
9 
4 
3 
.' " 
48.4 
30.8 
84.4 
49.0 
50.8 
52.9 
50.0 
100.0 
142 53.6 
* Information lacking for 2 respondents 
3 - 5 
No. 
4 
3 
3 
32 
27 
5 
3 
" 
" 
12.9 
23.1 
9.4 
33.3 
41.5 
29.4 
37.5 
77 29.1 
Years of Employment 
6 - 10 
No. 
5 
3 
2 
6 
1 
1 
1 
19 
.' " 
16.1 
23.1 
6.2 
6.3 
1.5 
5.9 
12.5 
7.2 
11 - 15 
No. 
7 
2 
10 
4 
1 
24 
" 
" 
22.6 
15.4 
10.4 
6.2 
5.9 
9.1 
Over 15 
No. 
1 
1 
1 
3 
.' ,. 
7.7 
1.0 
5.9 
1.1 
Total 
No. 
31 
13 
32 
96 
65 
17 
8 
3 
" 
,. 
100.0 
100.0 
100.0 
100.0 
100.0 
100.0 
100.0 
100.0 
265* 100.0 
.0 
" ~
TABLE 151 
Length of Employment in Present Library by Salary 
Years of 
Employment 
1 - 2 
3 - 5 
6 - 10 
·11 - 15 
Over 15 
08 - 09 
No. 
76 
19 
3 
6 
1 
0' 
,0 
72.4 
IB.l 
2.9 
5.7 
0.9 
105 100.0 
* Information lacking for 2 respondents 
10 - 12 
No. 
51 
44 
10 
8 
1 
0' 
,0 
44.7 
38.6 
8.8 
7.0 
0.9 
114 100.0 
Salary Grade Level 
13 - 14 
No. 
6 
11 
6 
8 
0' 
,0 
19.4 
35.5 
19.4 
25.7 
31 100.0 
15 - 16 
No. 
9 
3 
2 
1 
0' 
,0 
60.0 
20.0 
13.3 
6.7 
15 100.0 
Total 
No. 
142 
77 
19 
24 
3 
0' 
,0 
53.6 
29.0 
7.2 
9.1 
1.1 
265* 100.0 
..... 
0\ 
N 
Years of Employment 
Administration 
1 - 2 
3 - 5 
6 - 10 
11 - 15 
Over 15 
No. 
35 
17 
8 
11 
1 
0' 
,0 
48.6 
23.6 
11.1 
15.3 
1.4 
72 100.0 
TABLE 152 
Length of Employment in Present Library by Main Function 
Readers' 
Services 
No. 
41 
19 
4 
6 
1 
.' ,0 
57.7 
. 26.8 
5.6 
8.5 
1.4 
71 100.0 
Main Function 
Technical 
Services 
No. 
61 
19 
5 
6 
1 
.' ,0 
66.3 
20.7 
5.4 
6.5 
1.1 
92 100.0 
Teaching 
No. 
14 
5 
1 
1 
0' 
,0 
66.7 
23.8 
4.8 
4.8 
21 100.0 
Others 
No. 
5 
1 
1 
0' 
,0 
71.4 
14.3 
14.3 
7 100.0 
Total 
No. 
156 
61 
19 
24 
3 
0' 
,0 
59.3 
23.2 
7.2 
9.1 
1.2 
263 100.0 
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libraries. They have the least percentage (48.6%) of those with 1 - 2 
years' service record and the highest percentage (16.7%) of those with over 
10 years' service record. Respondents working in readers' and technical 
services departments have similar patterns of service records in their 
present libraries. 
Length of Employment in Present Position: 
Length of employment (or "tenure") in a position refers to a continuous 
period of employment in a single position or post. Thus a public 
librarian may be a Deputy Director of two different library boards for 
eight years altogether. Then the length of his employment in the position 
of Deputy Director is eight years while the length of his employment in any 
of the two libraries is less than eight years. 
If length of employment in present library reflects geographical or horizontal 
mobility, length of employment in present position reflects upward or vertical 
mobility. The less 'the length of employment in a particular position, 
the more rapid an individual is advancing upwards in his career or status. 
Such advancement is normally gained either through internal promotion to a 
higher status or through appointment to a higher position either within the 
same institution or in another one outside. 
Table 153 ~hows the length of employment of the respondents in their current 
positions at the time of the survey. Most of the respondents, 239 or 90.910, 
had spent only one or two years in their present posts. Further analysis 
showed that 216 (82.1%) had spent only one year. This reflects a rapid 
vertical or upward mObility among the respondents. Seventeen (6.4%) had 
spent 3 - 5 years in their latest positions; 5 (1.9%) spent 6 - 10 years; 
1 spent 11 - 15 years; and 1 spent 21 - 25 years. The patterns of length of 
employment of male and female respondents in their present positions are 
very similar. 
In Table 154 library school teachers have the least length of employment in 
their current positions. None has spent more than two years in his/her 
present position. The respondent who has served longest in his present 
position (23 years) comes from a public library. Another respondent from a 
university library has worked for 15 years in his present position. 
" 
" " 
TABLE 153 
Length of Employment in Present Position by Sex 
Years of Employment 
1 - 2 
3 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 25 
Male 
No. 0' ,0 
161 90.9 
9 5.1 
5 2.8 
1 0.6 
1 0.6 
177 100.0 
* Information lacking for 4 respondents 
Female 
No. 
7B 
8 
0' 
,0 
90.7 
9.3 
86 100.0 
Total 
No. 
239 
17 
5 
1 
1 
0' 
" 
90.9 
6.4 
1.9 
0.4 
0.4 
263* 100.0 
:;) 
:;) 
" 
TABLE 154 
Length of Employment in Present Position by Type of Library 
Years of 
Employment 
1 - 2 
3 - 5 
6 - 10 
11 - 15 
16 - 20 
21 - 25 
University 
No. 
113 
6 
2 
1 
" " 
92.6 
4.9 
1.6 
O.B 
122 100.0 
College 
No. 
21 
2 
" 
" 
91.3 
8.6 
23 100.0 
* Information lacking for 4 respondents 
Public & 
National 
No. 
66 
6 
2 
1 
" 
" 
88.0 
8.0 
2.7 
1.3 
75 100.0 
Special 
No. 
18 
3 
1 
" 
" 
81.8 
13.6 
4.5 
22 100.0 
Library 
School 
No. " " 
21 100.0 
21 100.0 
Total 
No. 
239 
17 
5 
1 
1 
" " 
90.9 
6.4 
1.9 
0.4 
0.4 
263* 100.0 
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Length of employment in present position varies with age (Table 155). The 
youngest respondents have the shortest lengths of employment while the 
oldest have the longest too. While seven respondents 00.9%) of over 
40 years of age have worked for over five years in their present posts, none 
of the younger respondents has worked for that long in his current post •. 
TABLE 155 
length of Employment in Present Position by Age 
Years of Employment Age of Respondents 
21 - 30 31 - 40 Over 40 Total 
No. 0' No. 0-' No. 0' No. 0' '0 ,0 ,0 ,0 
1 - 2 55 98.2 132 93.0 51 79.7 238 90.8 
3 - 5 1 1.8 10 7.0 6 9.4 17 6.5 
6 - 10 5 7.8 5 1.9 
Over 10 2 3.1 2 0.8 
56 100.0 142 100.0 64 100.0 262 * 100.0 
* Information lacking for 5 respondents 
Respondents with the highest qualifications (master's degree plus a 
postgraduate professional qualification, and Ph.D.) have the shortest 
length of employment in their present posts (Table 156). None of them has 
spent over two years in his/her current position. Only a non-graduate 
librarian (A.L.A.) and one with a first degree in a subject field and 
professional qualification have worked for over 10 years in their present' 
positions. 
Understandably, length of employment in present position is related to,salary. 
The higher the salary, the longer the length of employment in present position 
generally, because those who are earning the highest possible salaries have 
little incentive to move or change employment. 
Table 157 reflects the above situation. Of those on salary grade levels 
08 and 09 93. 3~o have worked for 1 - 2 years 
contrast 60% of respondents on salary grade 
in their present 
levels 15 and 16 
posts. In 
have worked 
~ 
:> 
" 
TABLE 156 
Length of Employment in Present Position by Qualifications 
Quali fications 
A.L.A. or F .L.A. 
A.L.A. + M.L.S. 
B.L.S. 
B.A. + A.L.A. or 
P.G.D.L. 
B.A. + M.L.S. 
M.A. + P.G.D.L. 
M.L.S. 
Ph.D. 
Other 
or 
1 - 2 
No. 
.' ,. 
27 87.1 
11 84.6 
31 96.9 
87 91.5 
55 85.9 
17 100.0 
8 100.0 
3 100.0 
239 90.9 
* Information lacking for 4 respondents 
Years of Employment in Present Position 
3 - 5 
No. 
1 
1 
1 
6 
8 
17 
.' ,. 
3.2 
7.7 
3.1 
6.3 
12.5 
6.5 
6 - 10 
No. 
2 
1 
1 
1 
5 
.' ,. 
6.5 
7.7 
1.1 
1.6 
1.9 
Over 10 
No. 
1 
1 
2 
.' ,. 
3.2 
1.1 
0.7 
Total 
No. 
.' ,. 
31 100.0 
13 100.0 
32 100.0 
95 100.0 
64 100.0 
17 100.0 
8 100.0 
3 100.0 
263* 100.0 
'" o 
'" 
TABLE 157 
Length of Employment in Present Position by Salary 
Years of 
Employment 
1 - 2 
3 - 5 
6 - 10 
Over 10 
08 - 09 
No. 0' ,0 
98 93.3 
6 5.7 . 
1 1.0 
105 100.0 
* Information lacking for 4 respondents 
10 - 12 
No. 0' ,0 
104 92.9 
7 6.3 
1 0.8 
112 100.0 
Salary Grade Level 
13 - 14 
No. 0' ,0 
28 90.3 
3 9.7 
31 100.0 
15 - 16 
No. 0' ,0 
9 60.0 
1 6.7 
3 20.0 
2 13.3 
15 100.0 
Total 
No. 0' ,0 
239 90.9 
17 6.5 
5 1.9 
2 0.7 
263* 100.0 
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for 1 - 2 years. Only some of those on salary grade levels 15 and 16 
have worked for over 10 years in their present positions. 
There is also some association between respondent's main functions and the 
lengths of their employment in their present positions (Table 158). Those 
in administration have been employed for the longest periods, while teachers 
and "others" have been employed for the shortest periods. Those concerned 
with readers' and technical services have similar patterns of length of 
employment in present position. 
Reasons for Mobility: 
A list of possible reasons for mobility was drawn up based on the literature 
in the field and personal knowledge. Another list of reasons for non-mobility 
was also produced. Respondents were requested to indicate those reasons 
that were relevant in their own circumstances or reasons that have influenced 
their mobility or non-mobility. 
In examining the reasons given, it was not possible to categorize them as 
16 . 17 18 Braunagel, Ifldon, or Slater had done. Though Slater's list of factors 
affecting mobility are straightforward and easy to understanq, it was not very 
useful in this instance. She was studying mobility both within and without 
the profession whereas the present study is not concerned with those who have 
left the profession. The other two classification schemes were rejected 
because they seemed rather arbitrary. In applying Braunagel's classification 
it is, for instance, difficult to determine whether desire to work in one's 
state of origin is a career-related or personal reason for mobility. It 
could be either, depending on one's point of view. In the case of Ifidon's 
categorization it is doubtful whether one can agree with his view that 
attainment of the highest possible status in the profession is really a 
materialistic reason for non-mobility. Consequently no attempt has been 
made to group the reasons given by the present respondents into any categories 
under general headings (e.g. psychological, materialistic, etc.). 
Table 159 reflects the reasons given for their mobility by male and female 
respondents who have changed their jobs. One hundred and sixty-one 
respondents (107 men and 54 women) had changed their jobs. The most 
significant reasons for mobility are greater advancement prospects (76 
respondents), higher salary (66), desire for greater responsibilities (62) 
TABLE 158 
Length of Employment in Present Position by Main Function 
Years of Main Function 
Employment Administration Readers' Technical Teaching Others Total 
Services Services 
No. 0' No. 0' No. 0' No. 0' No. 0' No. 0' ,0 ,0 ,0 ,0 ,0 ,0 
1 - 2 61 84.7 66 94.3 84 92.3 21 100.0 7 100.0 239 91.6 
3 - 5 4 5.6 4 5.7 7 7.7 15 5.7 
"' 0 
'" 6 - 10 5 6.9 5 1.9 
Over 10 2 2.8 2 O.B 
72 100.0 70 100.0 91 100.0 21 100.0 7 100.0 261 * 100.0 
* Information lacking for 6 respondents 
J06 
and search for job satisfaction (60). Each of these reasons was 
considered relevant by over one-third (JJ.J%) of the respondents. Other 
notable reasons are opportunity for continuing education (44), better 
fringe benefits like housing DJ), and proximity to home town or state of 
origin (28). Twenty-two respondents moved just for adventure. The only 
"other" reason given by women for their mobility is either to join their 
husbands or to move with them. For the women this was in fact the foremost 
reason for their mobility. 
TABLE 159 
Reasons for Mobility by Sex 
Reasons Male Female Total 
N=107 N=54 N=161 
No. '" No. 0' No. ,0 ,0 
(a) Higher salary 54 50.5 12 22.2 66 
(b) Greater advancement prospects 6J 58.9 n 24.1 76 
(c) Better fringe benefits 27 25.2 6 11.1 J3 
(d) Opportunity for continuing 
education or staff development 35 32.7 9 16.7 44 
(e) Desir7 for greater responsibilities 51 47.7 11 20.4 62 
(f) Desire to be head of a library n 12.1 1 1.9 14 
(g) Proximity to home town" or state 
of origin 24 22.4 4 7.4 28 
(h) Desire to be far from home 4 3.7 4 7.4 8 
(i) In search of job satisfaction 47 43.9 n 24.1 60 
(j) In search of high reputation 18 16.8 1 1.9 19 
(k) Strained relationship with 
former boss 6 5.6 3 5.6 9 
(1) Strained relationship with 
former colleagues 2 1.9 2 
(m) Adventure 15 14.0 7 n.o 22 
(n) Other 17 15.9 30 55.6 47 
The order of importance of the reasons was different for male and female 
respondents. For" men the most important reasons in descending order were 
greater advancement pro"spects (58. 9~O, higher salary (50.5%), desire for 
greater responsibilities (47. n~) and search for job satisfaction (43.9%). 
'" ,0 
41.0 
47.2 
20.5 
27.3 
38.5 
8.7 
17.4 
5.0 
37.3 
11.8 
5.6 
1.2 
n.7 
29.2 
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For the women, on the other hand, the most important reasons were desire 
to live together with husband (55.6~~), search for job satisfaction (24.1~~), 
greater advancement prospects (24.1~6), and higher salary (22.2~~). Desire 
for greater responsibilities (20.4%) took a fifth place. 
Over half of the women had to move either because their husbands were moving 
or because they were not with their husbands and wanted to join them. 
Therefore the mobility of women to a large extent is a reflection of the 
mobility. of their husbands rather than their own voluntary mobility. Perhaps 
this is the main reason why women in this study seem to be more mobile than 
men, unlike studies in developed countries. In developed countries women 
have been found to be either less mobile than men or, more recently, just as 
19 
mobile as men. 
Importance of reasons for mobility varies with the types of libraries in 
which respondents are currently wmrking (Table 160). For university 
librarians the outstanding reasons were advancement prospects (53.4%), 
higher salary (46.6%), search for job satisfaction (39.7%), and greater 
responsibilities (38.4%). 
For college librarians the most important reasons were desire for greater 
responsibili ties (68.4~~), advancement prospects (63.2%), higher salary 
(58%), and search for job satisfaction (57.9%). 
For public librarians the major reasons were "Other", like moving with 
husband or creation of state (45%); proximity to home town or state (27.5%); 
advancement prospects (25~~); and greater responsibilities (25~6). 
Special librarians' main reasons for mobility are advancement prospects (81.8%), 
higher salary (72.7%), greater responsibilities (63.1%), opportunity for 
continuing education (45.5~~), and better fringe benefits (45.5~~). Important 
factors for library school teachers are opportunity for continuing education 
(38. 9~~), job satisfaction (38.9%), advancement prospects (33.3%), and 
better fringe benefits (27.8%). 
Closer examination reveals the reasons for the importance of the various reasone 
for different groups of respondents. For instance university libraries·, 
unlike most other types of libraries, offer the prospects of rising to the 
highest grade level in the public service. Therefore those who have moved 
to university libraries have advancement prospects uppermost in their minds. 
JVV 
TABLE 160 
Reasons for Mobility by Type of Library 
Reasons Type of Library 
Univ. ColI. Pub. Spec. L.S. Tot 
N=73 N=19 N=40 N=l1 N=lB N=] 
" " " " " " " " " " " " 
(a) Higher salary 46.6 5B.0 22.5 72.7 22.2 41. 
(b) Advancement prospects 53.4 63.2 25.0 BloB 33.3 47. 
(c) Better fringe benefits 23.3 15.B 7.5 45.5 27.B 20. 
(d) Opportunity for continuing 
education 31.5 31.6 7.5 45.5 3B.9 27. 
(e) Greater responsibilities 3B.4 6B.4 25.0 63.6 22.2 3B. 
(f) Desire to head a library 5.5 26.3 10.0 9.1 B. 
(g) Proximity to home town 15.1 31.6 27.5 17. 
(h) To be far from home 5.5 5.0 9.1 5.6 5. 
(i) In search of job satisfaction 39.7 57.9 22.5 36.4 3B.9 37. 
(j) In search of high reputation 11.0 5.3 12.5 9.1 22.2 11. 
(k) Strained relationship with boss 1.4 5.3 7.5 IB.2 11.1 5. 
(l) Strained relationship with 
former colleagues 1.4 2.5 1. 
(m) Adventure 17 .B 15.0 16.7 13. 
(n) Other 24.7 15.B 45.0 36.7 22.2 29. 
Univ. = University Library 
ColI. = College Library 
Pub. = Public & National Libraries 
Spec. = Special Library 
L.S. = Library School 
>U':I ' 
College libraries, on the other hand, are relatively small libraries 
employing few librarians. Therefore those who want to assume great 
responsibilities, including headship of a 'library, find college libraries 
suitable avenues for realizing their ambitions. Public libraries are 
state-owned and manned mostly by indigenes of the states in which they are 
located. Many of them were established when new states were created. 
Therefore for librarians who like to work near their home towns or in their 
states of origin public libraries are the most suitable places for them. 
Some public librarians found themselves automatically transferred to the 
public library services of their home states when new states were created 
out of existing states. ' 
Reasons for Non-Mobility: 
Table 161 gives the reasons why the other 106 respondents (72 men and 34 
women) have not changed jobs. The most outstanding reason, given by 47 
respondents (44.3%), is the fact that it has not been long (less than three 
years) since these respondents started their professional careers'. Other 
major reasons are family commitments (39.6%), satisfaction with present job 
(37. 71~), proximity to home town (28.3%), children's schooling (24.5%), 
already enjoying good conditions of service (21.7%), and spouse's job (20.8%). 
The order of importance of these reasons vary for male and female respondents. 
For men the outstanding reasons in descending order are: not long since 
qualifying (43.1%), satisfaction with present job (36.1%), proximity to home 
town 04. 71~), family commitments (30.61~), good conditions of service (22.210) 
and children's schooling (20.8%). 
The order of the reasons for women is: family commitments (58.8%), husband's 
job (52.9%), not long since qualifying (47.1%), satisfaction with present job 
(41.210, children's schooling 02.41~), and good conditions of service (20.61~). 
The reasons for non-mobility given by respondents from different types of 
libraries are similar (Table 162). Thus after recency of qualification the 
second most important reason in all cases is family commitments. Except for 
respondents from college libraries, the problem of difficulty in getting 
another job affects individuals from all types of institutions. 
:no 
TABLE 161 
Reasons for Non-Mobility by Sex 
Reasons Male Female Total 
N=72 N=34 N=106 
No. 
.' No. 0' No. 0' ,0 ,0 ,0 
(a) Not long since qualifying 31 43.1 16 47.1 47 44.: 
(b) Proximity to home town 25 34.7 5 14.7 30 28.: 
(c) Reluctance to work outside state 
of origin 14 19.4 4 11.8 18 17.( 
(d) Family commitments 22 30.6 20 58.8 42 39.1 
(e) Concern about retirement 
benefits 10 13.9 3 8.8 13 12.: 
(f) Children's schooling 15 20.8 11 32.4 26 24.~ 
(g) Satisfaction with present job 26 36.1 14 41.2 40 37. ~ 
(h) Difficulty in getting another 
job 11 15.3 11 10.1 
(i) Wife's/husband's job 4 5.6 18 52.9 22 20.! 
(j) Good conditions of service 16 22.2 7 20.6 23 21.~ 
(k) Already attained the highest 
possible status in the 
profession 1 1.4 1 o. ~ 
(I) Reluctance to leave old friends, 
colleagues and/or familiar 
environment 7 9.7 4 11.8 11 10,1 
(m) Other 5 6.9 3 8.8 8 7 .~ 
TABLE 162 
Reasons for Non-Mobility by Type of Library 
Reasons Type of Library 
Univ. ColI. Pub. Spec. L.S. 
N=53 N=4 N=35 N=l1 N=3 
0' 0' 0' 0' 0' 
,0 ,0 ,0 ,0 ,0 
(a) Recently qualified 37.7 50.0 51.4 54.5 33.3 
(b) Proximity to home town 22.6 42.9 27.3 
(c) Reluctance to work outside 
home state 9.4 34.3 9.1 
(d) Family commitments 37.7 50.0 40.0 . 45.5 33.3 
(e) Concern about retirement 11.3 20.0 
(f) Children's schooling 26.4 25.0 22.9 27.3 
(g) Satisfaction with present job 47.2 25.0 28.6 27.3 33.3 
(h) Difficulty in getting another job 9.4 11.4 9.1 33.3 
(i) Wife's/husband's job 26.4 25.0 ' 20.0 
(j) Good conditions of service 24.5 25.0 17.1 27.3 
(k) Attained highest status 1.9 
(1) Familiar environment 13.2 11.4 
(m) Other 7.5 11.4 
Mobility and Fulfilment of Career Expectations: 
Has mobility helped respondents in attaining their career expectations? 
Naturally one of the'main reasons why people move from one employer to 
another is when they are not finding things as they expect or not getting 
job satisfaction they would like a·change to a more conducive environment. 
As Parnes pointed out "mobility can also be studied with reference to its 
contribution to individual goal fulfilnient.,,20 
Tables 163 and 164 examine the relationships between fulfilment of 
To 
N= 
44 
2B 
17 
39 
12 
24 
37 
10 
20 
21 
0 
10 
7 
respondents' career expectations and their geographical and external mobilities 
respectively. In Table 163 more geographically non-mobile librarians 
(52 or 39. 7~o) than the mobile ones (29 or 22.5~0) have been disappointed in 
their expectations. Many more mobile librarians (43 or 33.3%) than the 
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TABLE 163 
Career Expectation Fulfilment by Geographical Mobility 
Level of Fulfilment 
Very disappointing 
Somewhat disappointing 
About as expected 
Somewhat more satisfying 
than expected 
Much more satisfying than 
expected 
Mobile 
Librarians 
No. " ,0 
3 2.3 
26 20.2 
57 44.2 
31 24.0 
12 9.3 
129 100.0 
* Question not answered by 7 respondents 
TABLE 164 
Non-mobile 
Librarians 
No. 0' ,0 
6 4.6 
46 35.1 
54 41.2 
10 7.6 
15 11.5 
131 100.0 
Career Expectation Fulfilment by External Mobility 
Level of Fulfilment Mobile Non-mobile 
Librarians Librarians 
No. 0' No. 0' ,0 ,0 
Very disappointing 6 3.9 3 2.8 
Somewhat disappointing 33 21.4 39 36.8 
About as expected 66 42.9 45 42.5 
Somewhat more satisfying 
than expected 32 20.8 9 8.5 
Much more satisfying than 
expected 17 11.0 10 9.4 
154 100.0 106 100.0 
* Question not answered by 7 respondents 
Total 
No. 0' ,0 
9 3.5 
72 27.7 
111 42.6 
41 l5.B 
27 10.4 
260* 100.0 
Total 
No. 0' ,0 
9 3.5 
72 27.7 
111 42.6 
41 l5.B 
27 10.4 
260* 100.0 
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non-mobile (25 or 19.1%) have found their careers more satisfying than 
they had expected. 
In Table 164 similar results are found with regard to external mobility as 
with geographical mobility. Thirty-nine mobile librarians (25.3%) and 
42 non-mobile ones (39.6%) were disappointed in their career expectations. 
On the other hand, 49 mobile librarians (31.8%) and 19 non-mobile ones 
(17.9%) were more satisfied with their careers than they had anticipated. 
There is clearly considerable positive association between mobility and the 
fulfilment of career expectations. Those who are mobile are much more 
likely to attain their career ambitions than those who are not. 
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CHAPTER 9 
PLANNING FOR THE FUTURE 
One of the basic assumptions of this study is that a knowledge of the 
characteristics and the career patterns of the present librarians is 
essential for effective planning to meet future manpower needs. Therefore 
this last chapter will examine the implications of the major findings of 
th~s study for the supply, management and development of professional 
personnel in Nigerian libraries and library schools. 
Social Characteristics: 
Broom and Smithl suggested the name "bridging occupations" for certain 
occupations which provide work experiences that facilitate movement from 
one occupation to another. Thus a military officer or technician could 
become a company executive or a civilian technician respectively. Broom 
and Smith went on to suggest that teachers are upwardly mobile, especially 
in developing countries where educated people are in short supply. 
Similarly one sees librarianship, particularly in developing countries, as 
a bridging occupation for upwardly mobile individuals, for aspiring 
individuals who want to rise above the social class of their parents. In 
examining the family backgrounds of the respondents it was shown that most 
of them, especially the men, come from ordinary working class families and 
their parents had little or no formal education. Thus librarianship has 
become a bridging occupation for them to rise above the social class of their 
parents. 
Another evidence of the importance of librarianship as a bridging occupation 
is the fact that many respondents (in fact many librarians in Nigeria) have 
at one time or another been school teachers before taking up librarianship. 
Thus there even seems to be a hierarchy among the bridging occupations; 
and in the process of upward social mobility an individual may move from a 
lower bridging occupation to a higher one until he attains his ultimate social 
status. 
The importance of librarianship as a bridging occupation is further 
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strengthened by the fact that most (graduate) librarians have humanities 
backgrounds. Brighter prospects are opening up in industry, commerce 
and the private sector generally for youths or graduates with scientific, 
technical or social science backgrounds. As the country becomes more 
industrialized, humanities graduates, on the other hand, find that school 
teaching is virtually the only employment avenue open to them. Even 
teaching vacancies are diminishing year by year. Therefore alternative 
professions like librarianship provide an avenue for moving to better 
appointments. 
Viewed in these circumstances, one could understand why many young librarians 
are bitter about what they perceive as their library management's hostile 
attitude towards their progress. As reflected in some of their comments, 
they tend to see the management or top librarians as opposed to their 
advancement, some of them (the top librarians) thinking that the younger 
ones are coming to displace them. 
Even though there are a number of posts which cannot be filled because of a 
lack of trained staff, it remains true that many young librarians·who are 
prepared to change jobs are very ambitious and resent obstacles to their 
progress. Seen, as it were, "from below", young librarians are anxious 
to see conditions of recruitment and service clearly and adequately expressed 
and published so that the grounds for appointment are clearly established. 
Justice in making appointments must not only be done; it must be seen to be 
done. Appointing bodies may. thus be under some pressure to provide 
appropriate and relevant information in this sphere. 
The general movement to "democracy" in modern life and the increase in the 
number of well-qualified professionals in the library field have also led 
to a movement which is looking for more say in the management of libraries. 
More opportunity needs therefore to be provided for participative management 
in libraries, as an authoritarian mode of government becomes less and less 
acceptable. Participative management has been successfully tried elsewhere 
and its implementation can be most rewarding for the development of the 
service to clients. 
Such a policy of participative management has been known to be practised in 
Bendel State Library Board. At one time the staff were asked to select a 
committee to draft conditions of service for the staff. This draft was 
vetted by the Director and passed on to members of the Library Board who 
subsequently approved it. 
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Education and Training: 
Perhaps the most important single factor as far as the career of the 
individual and the provision of professional personnel generally are 
concerned is education and training. Most librarians in Nigeria are 
well-qualified both professionally and academically. However the 
library education system itself needs some improvement. 
It is evident from this study that the higher the level of one's education, 
the greater the one's career prospects. Furthermore, those with high 
qualifications tend to work in all parts of the country, wherever there 
are good prospects, no matter their states o( origin. 
On the other hand, the advancement prospects for non-graduate librarians· 
are rapidly diminishing as the profession moves towards becoming a totally 
graduate profession. There is therefore a great need for providing 
opportunities locally· for non-graduate librarians to upgrade their 
qualifications. 
Many experienced librarians with A.L.A. are frustrated as they find they 
can no longer advance in their careers without a degree. Hitherto public 
libraries have offered good opportunities for non-graduate librarians to 
rise to some of the highest paid positions in the public service, as 
Directors of library Boards. Unlike academic libraries, public libraries 
have not insisted on the position· of· academic, as well·as professional, 
qualifications for advancement to the top posts. However, as many young 
graduate librarians are recruited, the competition for advancement to the 
top becomes too keen for the non-graduate librarians in all types of 
libraries. At the present time they are hardly offered any posts in 
academic and special libraries. Yet the professional skills of these men 
and women are needed in a country that is short of trained ·librarians. 
Hitherto ambitious non-graduate librarians have been able to qualify as 
graduate librarians by attending some library schools in the United states 
and Great Britain to obtain master's degrees in library studies. A few of 
them have subsequently risen even to positions of University librarian. 
However only relatively few individuals can have the opportunity of such 
overseas training because of the high cost and other factors - costs which 
have started to increase at a phenomenal rate in recent times following 
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the economic recession in most countries of the world. If therefore such 
a programme is provided locally for non-graduate librarians to upgrade 
their qualifications, many individuals will stand to benefit, as well as 
the profession and the country at large. 
Professor Havard-Williams has remarked that in Britain 
Educational effort has been mainly at the professional 
level, but provision at the sub-professional level is 
equally if not more important. Even more important 
is the relation between the two and the ways of 
transferring from one to the other.2 
The situation is also true in Nigeria. Provision must be made for sub-
professional staff to advance to the professional level. 
The two-year non-degree diploma in library studies course which is offered 
at the present time in every library school is quite suitable for 
producing para-professional or sub-professional staff who are designated 
"library officers." After the two-year training they have a good 
starting salary and fairly good career prospects at the intermediate staff 
level. 
However the problem in Nigeria is 
career at the middle staff level. 
that nobody wants to end his occupational 
Everybody believes he can get to the top. 
It does not matter whether there are more engineers than technicians. 
Every institution or organization has got to take this mental attitude 
into consideration in its manpower planning and try to strike a balance 
between institutional needs and individual aspirations. 
In the library field, this implies that adequate provision should be made 
for aspiring library officers to convert to the professional cadre, either 
by promotion or after obtaining a requisite training. At present there 
is some uneasiness in the relationship between the sub-professional and 
full professional personnel in libraries. The former tend to claim they 
are also full professional staff while the latter try to impress the 
difference between the two levels on them. 
Currently it is possible for a.library officer or holder of the diploma 
in library studies to go abroad and read for a first degree in library 
studies or even any other subject without any additional requirement for 
his admission. Alternatively, after gaining a prescribed minimum years 
of practical experience in libraries after his diploma, he could be 
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admitted for a master's degree course .in library studies in some foreign 
library schools. 
Unfortunately such opportunities do not exist locally, despite the fact 
·that, as shown in this study, many librarians start their library careers 
at the non-professional level. In the library school at Ahmadu Bello 
University it is possible for only very few students who perform extremely 
well at the diploma course to proceed to the first degree programme in 
library studies (B.l.S.). The same situation may also be applicable in 
the other library schools that offer first degree programmes. The number 
of students that can be allowed to make such conversions, however, is very 
minimal. At Ibadan, where a first degree programme in library studies is 
not available, there is. no chance at all for conversion from sub-professional 
to professional level. A diploma holder can only gain a degree from that 
university by meeting the requirements for admission to a first degree 
course in any other department. Usually the diploma is not taken into 
consideration in this assessment as it cannot be equated with a General 
Certificate of Education examination (G.C.E.). To qualify for professional 
status after obtaining the degree, the policy-makers at Ibadan even think 
candidates have to undertake a postgraduate professional course in 
librarianship. The diploma course is non-professional, despite some 
similarities in content between the diploma course and the first professional 
postgraduate course as offered at Ibadan. Needless to say that hardly 
anyone has been able to go through this process, since there are other avenues 
elsewhere for people to get professional status without a further four years' 
education over and above their two years of work for their diploma. 
There is therefore an urgent need to devise a more feasible system of 
conversion from sub-professional to professional level. At present the most 
likely method is to allow many diploma holders, who wish to and are capable, 
to go on to the B.L.S. programme. What they have studied at the diploma 
level should be taken into consideration, and the duration of the B.l.S. 
course should be reduced accordingly. Thus they could spend three years 
(like those holding requisite G.C.E. -A- level certificates) for courses that 
basicallY take four years. Furthermore each library school should be able 
to admit candidates with diplomas obtained from other library schools. 
With the continuous development of library and information work, consideration 
also needs to be given to the problems of continuing education. As Elizabeth 
Stone3 and other writers have shown, there is a constant need for continuing 
321 
education in the library profession, and even in any other profession. 
Practitioners and teachers alike need to keep abreast of new developments 
in their field. As people advance in their careers they need to learn 
new skills. For instance, management courses may not mean much to a 
student in the library school or even a beginning librarian of one or 
two years' experience. However as he gains more experience in the field 
and begins to head units or departments in the library, he becomes aware 
of the need for studying personnel management and developing managerial 
skills. It may not be necessary to undergo another long period of formal 
education in a library school or elsewhere to acquire these new skills 
and knowledge. Short courses, seminars and workshops may be all that is 
needed. 
There is currently a great need in Nigeria to have such short courses, 
seminars and workshops organized locally for librarians in Nigeria. 
Pressing issues to be dealt with in such programmes include interlibrary 
co-operation, automation in libraries, non-book materials, user studies, 
library research, library planning, systems analysis, library education, 
etc. 
Responsibility for organizing continuing education programmes lies mainly 
with library schools and professional associations. Individual library 
services and library schools or groups of these could also organize 
programmes tailored specifically to their peculiar needs. 
One of the great obstacles to further or continuing education is sponsorship 
or financial support. Individuals normally need financial assistance to 
pay for cost of educational programmes. Hitherto some libraries have 
fully realized this need and helped their staff to develop by granting 
them study leaves with pay, and even sometimes paying tuition fees and 
other allowances in addition. This commendable policy should continue 
and more library authorities should be encouraged to adopt this staff 
development policy. It has helped to train many librarians and others 
to gain additional skills and qualifications. Performance, output, 
career advancement, job satisfaction and library services generally have 
been enhanced. 
All these educational programmes call both for the expansion of existing 
library schools and the establishment of new ones. Fortunately this need 
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has been realized by policy-makers. Besides the existing library 
schools at Ibadan and Zaria two new ones have started in Bayero University, 
. Kano in 1977 and University of Maiduguri in 197B. One has heard of 
others being planned for Universities of Benin and Lagos, University of 
Nigeria, Nsukka and even for the Imo State University about to be 
established. 
Unfortunately library school teachers are not so easily available. At 
the time the study questionnaire was distributed there were about 36 
teachers only in the four existing library schools. There is no known 
planned effort to train more to meet demand. Therefore reliance has to be 
placed on recruitment through external advertisement. Yet the current 
situation in the job market does not encourage practising librarians to 
come forward to accept teaching appointments in library schools. Promotion, 
which is based mainly on experience, is quite rapid for the practising 
librarian. Even in academic libraries, where librarians claim academic 
status, not as much publication is required of the practising librarian 
for promotion, as it is of the teachers. 
On the other hand, the library school teacher has to distinguish himself 
both academically and professionally. He has to have a good academic 
qualification as well as a professional qualification. Preferably he 
should have some practical experience before transferring from practice 
to teaching. 
When he comes to teach, since the library school is a department of the 
university, he is assessed for advancement on the same basis as teachers 
in other departments. In the first place, since there is the "diploma 
disease" in Nigeria, as one respondent has commented, he cannot go far 
without a Ph.D., which unfortunately not many librarians or library 
school teachers currently possess. 
The Ph.D. in library studies programme is currently available locally only 
at the University of Ibadan. However with insufficient teachers and 
other facilities the programme has not been well-developed. Even though 
people are allowed to register for the programme on a part-time basis it 
is·remarkable that only four individuals have been able to obtain their 
Ph.D. from that school; and of these only one is a member of staff of that 
school or a library school teacher. 
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In these circumstances library schools have not been able to compete 
effectively with libraries, to recruit staff with adequate practical 
experience as well as suitable academic qualifications to make a 
satisfactory career in university teaching. Practitioners with much 
less rigorous requirements for promotion advance more rapidly than 
teachers, so most practitioners do not find sufficient inducement to go 
over to teaching. Worse still, for the few who may be interested in 
applying for a teaching post, because universities require high qualifications 
(usually a Ph.O.), evidence of a reasonable amount of research and 
publications, for appointment to positions of Lecturer Grade I and above, 
they are either not appointed to any position at all or they are appointed 
to a position lower than their current ones. Consequently library schools 
continue to suffer from staff shortages. 
The most feasible solution to the problem is for library schools to either 
introduce staff development schemes or expand existing ones. Members of 
staff should be sponsored for courses abroad to gain the requisite 
qualifications since there are very limited opportunities locally. It may 
be difficult to do, but. an attempt should be made to get university 
employing authorities to recognize and adequately reward factors other 
than academic qualifications when considering candidates for teaching 
as professional experience. Provided such a appointments - factors such 
candidate has potential for academic pursuit, he can develop in that 
aspect while on the job and if favourable conditions are offered to him. 
The Professional Association: 
Membership of the Nigerian Library Association is open not only to 
qualified librarians but also to all persons interested in libraries and 
librarianship.4 Though Oipeolu5 and Oderinde6 see this open-door 
policy as a sound and beneficial policy, it tends to diminish the basic 
character and effectiveness of the Nigerian Library Association as a 
professional association. The main attributes·and functions of a 
professional association have been described by many writers, including 
C 5 d cl W'l 7 L" d M d 8 P t 9 H . " 10 0" 1 11 arr- aun ers an 1 son, eWlS an au e, a on, arrlS, Ipeo u 
and Aguolu. 12 
Whether for good or bad, one of the outstanding characteristics of the 
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classic professions, like law and medicine, is their tight control of 
membership, requirement of high qualifications for registration, and 
closed-door, monopolistic tendencies rather than liberal ones. As long 
as the Nigerian Library Association remains an all-comers association, 
accommodating people with heterogeneous, and sometimes conflicting, 
interests so long will it disappoint the aspirations of serious-minded 
professionals in its fold. 
To worsen its standing as a professional association, until now the 
Nigerian Library Association does not have a legal backing or recognition. 
Though the association started before 1971 to work for the drafting and 
promulgation of a law or decree granting it legal powers to control the 
practice of librarianship in Nigeria,13 that law is yet to be passed. 
Consequently membership of the association and participation in its 
activities are purely voluntary; and many librarians do not see any 
reason why they should belong to such an ineffective organization. 
Because the Nigerian Library Association has no legal status, it cannot 
execute many of the functions expected of a professional association. 
There is no register of qualified librarians in the country. There is 
no recognized code of conduct for practitioners. Above all, the 
association has virtually no control over the education and training of 
librarians, the library education system. Many, like Akinyotu,14 have 
therefore lamented the lack of uniformity in the course programmes offered 
by different library schools at both the professional and sub-professional 
levels at one time or another. 
Dipeolu15 has suggested three ways by which the association could exercise 
control over the library education system. It could either act as an 
examining and certification body like the British Library Association; or 
it could become an accrediting agency approving library schools and their 
courses for recognition by the government as in the case of the American 
Library Association. However, as an interim measure before either of 
the two systems above is adopted, the association should seek to be 
represented on the examination boards of library schools in the country. 
In many respects it is preferable for the professional association to 
function as an accrediting rather than an examining body. By and large, 
accreditation will be less expensive and simpler for the association to 
organize and manage than examination. It also gives the library schools 
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greater autonomy in designing and teaching of course programmes. This 
is particularly essential in a situation where library schools are 
departments of universities. Even the British ·Library Association 
which has hitherto been the model of an examining and certification 
agency started playing less role as an examining agency and more as an 
accrediting body when more British library schools were established as 
university departments rather than departments of polytechnics. Then 
courses in library studies began to be offered up to the Ph.D. level. 
The professional association, as well as the library schools, should also be 
more actively involved in the organization of continuing education programmes 
like short courses, seminars and workshops. As a central body, it would 
even do this more effectively than library schools. 
Furthermore, if the Nigerian Library Association has legal recognition, it 
would be able to exert a greater influence on public policies regarding 
libraries and library development than hitherto. It would also be in a 
stronger position to champion the cause and protect the professional 
interests of all librarians. This, as reflected in the respondents' 
comments, has been a major area of dissatisfaction for many librarians. 
When the association is seen to have such increased influence and 
effectiveness, it would give greater sense of belonging and pride to many 
more librarians. It is ironic, however, that the active participation 
by all librarians in the affairs of the professional association would 
help to bring about the enhanced status and power of the professional 
association and librarians rather than, as Bankole commented,16 just 
sitting passively and bemoaning the present situation. 
Career Choice: 
Morrison17 has discussed the adverse effect of the visibility ·factor on 
librarianship. Visibility is an important factor in vocational choice as 
children and youth tend to choose those occupations they are very familiar 
with. In the case of librarianship Bauer explained that 
• • • librarianship is not a uniformed occupation. 
Almost all children are captivated by a uniform. 
Firemen and policemen are, of course, identified 
by their uniform or the badges of their offices: 
the revolver and night stick. The doctor is 
distinguished by a white coat and stethoscope or 
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by that mysterious badge of his calling - the little 
black bag • • • 
Many boys, particularly farm boys, never use a library 
until they reach high school. • •• Youth cannot dream 
of what youth has not experienced.18 
The uniforms and the badges of the visible occupations in Nigeria, and even 
the visible occupations themselves, may be different from those in the 
United States described above. However one thing is certain. Generally 
the Nigerian youth is more unfamiliar with libraries and librarians than 
his American counterpart because there are much fewer of these in Nigeria 
than in the United States. Therefore only very few Nigerians, "relatively 
speaking, are attracted to librarianship through their contact and 
familiarity with libraries and librarians in their childhood or before 
they go to the university. 
On the other hand, one saw that many more respondents in this study were 
attracted to librarianship through the influence of librarians and library 
school teachers than by any other group of individuals. This therefore 
suggests that there should be well-organized publicity for the profession 
to attract new entrants. The publicity should involve the professional 
association, library schools and even individual library services. To be 
effective this publicity has to be widespread (nationwide) and continuous. 
All mass media should be used. Public relations consultants could even 
be approached for advice and assistance. This sort of publicity is very 
important to the profession in a developing country where there are no 
established career guidance agencies. 
Another important aspect in the choice of librarianship as a career is the 
individual's ultimate goal. This should be taken into consideration at 
the very early stage when the individual is first considering the suitability 
of the profession as a career for himself. This implies that ideally a 
person should consider what type of library he would like to work in at the 
same time as he is considering the suitability of the profession itself. 
Evidence from this study shows that there is less mobility from one type of 
library to another than there is of mobility between libraries of the same 
type. 
It is also obvious that there are greater career prospects in some types 
of libraries than others. A librarian in certain types of libraries, like 
special libraries where the library is a very subordinate unit of the whole 
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establishment, cannot ever expect to rise to the highest salary grade 
levels in the public service. Similarly, because of the small size of 
institutions like polytechnics and colleges, their top officials, 
including librarians, generally receive lower maximum salaries than their 
counterparts in larger institutions like universities. Librarians in 
public library services which have no library boards but are managed 
directly as departments of a ministry cannot rise to the level of 
permanent secretaries, the top officials in the ministries. 
Consequently one has to take this factor, the ultimate career prospects, 
into consideration in choosing not only the profession but also the type 
of library in which to begin one's career or move to later. In other 
words, it is not only the beginning salary that should matter to a 
prudent entrant to the profession. He should be far-sighted enough to 
consider at the initial stage his long-term career prospects. It may 
be much more difficult to move to another type of library later in his 
professional career than to begin at the right one. 
UnfortunatelY the effect of disparity in career prospects in different 
types of libraries is not limited to the individual, but also affects 
the staffing of certain types of libraries. It creates difficulty in 
both recruiting and retaining well-qualified and experienced professionals 
for such libraries. Though some of the affected libraries need the 
best librarians to offer high quality services to their special clientele, 
like research scientists, they cannot attract discerning beginning 
librarians who see the limited career prospects available in such 
institutions. Some others who accept appointments in such libraries, as they 
gain more experience, also see the greater career prospects for them in 
other types of libraries. Therefore they tend to move at the very time 
that these libraries are about to benefit from the librarians' experience. 
Therefore harmonisation of conditions of service in the public service 
should be further extended to offer as much career prospects as possible 
to personnel in institutions of various sizes; large and small. This 
also implies on the part of librarians that the attitude whereby certain. 
types of librarians look down on other types of librarians is very 
deplorable and detrimental to the status and prospects of all librarians. 
Many university librarians are fond of this attitude. They think they 
can bolster their position and claim to academic status by making 
derogatory remarks about other types of librarians, especially public 
librarians. 
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For instance Akinyotu once wrote: 
It is wrong for academic librarianship to stress, as 
public librarianship can justifiably do, the importance 
of techniques, of superficial but broad knowledge and 
in particular the philosophy of 'service' in its 
literal and menial sense. Since the clientele of 
public libraries are usually heterogeneous and indeterminat 
public librarians can content themselves with the task of 
attracting great numbers of readers and pride themselves 
on the size of their circulation without bothering about 
the content of what is circulated. But academic 
librarians must be 'positively involved and interested 
in the academic pursuits of their clientele and their 
primary duty must be to provide such services as would 
make units of knowlI~ge and information readily and 
speedil y available. . 
Amosu20 has since commented on the elitism and lack of "awareness of the 
setting of the university library or public library in Nigeria, a 
developing country," exhibited in the above passage. Besides, one can 
either discern a genuine misconception of the meaning of terms like 
'service' and the objectives of library service by the author or a 
deliberate attempt to distort facts in order to create a distinction between 
academic and public librarians. Can any type of librarian or even any 
professional afford not to be interested in "service" in whatever sense? 
Public library clientele, though heretogeneous, cannot be indeterminable 
to an efficient library service that conducts regular user surveys. What 
kind of academic library is it which should not bother about the 
effectiveness of its service as reflected partly by the number of users 
and size of circulation? In a developing country where most people do 
not read just for pleasure a public library that is not "positively involved 
and interested in the academic pursuits" of its clientele, nor in offering 
them ready and speedy service, cannot survive for long. 
This type of discrimination by one set of librarians against another is 
very harmful to the reputation and status of the whole profession. If the 
public are made to believe that a certain type of librarian is inferior 
and deserves a low status because they offer menial service, how can the 
public suddenly be expected to accord high status to another group of 
.librarians simply because they work in a university? 
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Political and Social Factors: 
"Together with performance, seniority, and ability, being at the right 
place at the right time frequently has an important bearing on successful 
career mobility.,,21 In Nigeria being at the right place at the right 
time implies mainly the influence of political and social factors on 
an individual's occupational career, as will be shown below. 
The influence of political and social factors in library development and 
development of national information systems generally in developing 
countries has been touched upon by Benge.22 SimilarlY these political and 
social factors can be seen to have some influence on the careers of 
individual librarians. For instance, in Nigeria deciding who should 
occupy top posts in 
political affair. 
These political and 
forms. Amosu has 
federal or state public services is very much a 
social factors can take many different, even subtle, 
pointed out the way such extraneous factors can influence 
academic policies in universities -
The standard of intellectual achievement was the 
dominating if not the only criterion so long as the 
appointing bodies [of University of Ibadan] were mixed; 
that is included expatriates and rival tribal 
representation. Policy decisions of all kinds are 
made by the various committees of Council and Senate. 
But now, inevitably, such committees are made up of 
people who are close personal friends with, or even 
related to, each other. There cannot be objectivity in 
such a situation. • • • In general, while still 
outwardly conforming to objective rules, decisions seem 
frequently to be influenced by sympathy, or such 
friendship, or by personal knowledge of what is desired 
by individuals not even formally involved l with academic 
criteria apparently taking second place. 2> 
The political and social influence of being at the right place at the right 
time on individual careers takes mainly two different forms at the federal 
(national) and state levels. As in the case of the Nigerian National 
Petroleum Corporation (N.N.P.C.), which is a federal government establishment, 
the federal government is always obsessed, as far as personnel is involved 
in federal institutions, with what has now become known as "reflecting the 
federal character. ,,24 This means that the sta ff of every federal 
establishment should as far as possible be made up of individuals from all 
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ethnic groups and states of the federation, especially at the top executive 
level. I In effect this often implies that in making appointments or even 
promotions to top administrative positions in such establishments an 
individual's state of origin or tribe may take precedence over such other 
, 
factors as qualifications, experience and suitability for the post.; ThereforE 
t 
those from minority tribes or states with fewer educated individuals, which 
have hitherto been under-represented in federal establishments, have much 
better chances of being appointed to positions in the federal public services, 
and of advancing more rapidly, than individuals from the majority states or 
tribes. This factor has been taken very much into consideration in making 
recent appointments in the National Library of Nigeria. 
At the state level, on the other hand, what counts most is whether a 
candidate for a post is an indegene of the state. State governments like 
to staff their public services, especially at the top level, with indigenes 
of the state.j This may be a way of providing employment for indigenes of 
the state but it has gone to the extent that quality of personnel is often 
sacrificed to give appointments to indigenes. Consequently most people 
now feel very insecure to work in state establishments other than those of 
their home states. 
In the library field the result is that librarians in state libraries, 
colleges and polytechnics are mainly indigenes of the state. They get 
little competition from colleagues born outside the state. They therefore 
tend to advance much more rapidly than librarians working in federal and 
other establishments, though they may be less qualified, have less experience 
and the maximum salary level possible in a state establishment may be lower 
than that of a federal one. 
Other Factors: 
There are other career factors which are peculiar to individual types of 
libraries and librarians. For instance, for academic librarians, the 
. . 25 26 27 28 question of academic status which has been w~dely wr~tten about ' , , 
still remains unresolved. There is the need to establish library boards 
to manage all public library services. This protects public library services 
from the adverse effects of the public service bureaucracy and gives them 
a reasonable measure of autonomy. The public libraries can thus recruit 
staff and offer them career prospects as attractive as those obtainable in 
. other arms of the public service. 
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In the case of special libraries, like those of research institutes, 
under federal ministries they need to be decentralized and the chief or 
head librarians given a reasonable measure of autonomy or authority for 
independent action. This was highlighted in a respondent's comment. 
In this way chief librarians can plan and run their services effectively. 
They can make immediate decisions and take immediate action on urgent 
matters. Having the ability to recruit staff when needed and to reward 
hard-working staff directly or immediately will enhance the career 
prospects of staff working in these libraries and attract the right 
calibre of staff as well as retain them. 
Suggestions for Further Research: 
This study is the first detailed survey of the characteristics and career 
of librarians in Nigeria. As a preliminary and 
issues have not been dealt with in great depth. 
comprehensive study many 
There is therefore the 
need to conduct more detailed investigations of some aspects of the 
present research as well as examining aspects or issues that follow on 
from this study. 
As has been revealed in the main body of this study, occupational choice is 
both a choosing and a selecting process. The individual chooses the 
profession or occupation he likes and presents himself to an employing 
agency for selection. This study has examined the process whereby the 
individual goes about choosing librarianship as a career and his career 
within the profession. 
The policies and activities of library services as employment or selection 
agencies influence the career of the individual. There is therefore the 
need to study thoroughly the personnel policies of library authorities in 
Nigeria and how these policies are implemented to see the effect of these 
policies not only on the careers of individual librarians but also on the 
attraction, development and retention of suitable personnel for library 
services. 
The role of the professional association is very important in any profession. 
In the mean time the Nigerian Library Association has not been performing 
its functions very effectively. What is responsible for this? ~/hat 
can be done to strengthen the association and rectify the situation? 
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Certainly answers to these questions will go a long way to solving some 
of the manpower and other problems of the profession. 
The library education system and programmes are equally important in meeting 
the manpower needs of the profession and enhancing the career prospects 
of individuals. Are the present curricula of Nigerian library schools the 
best to help the students in their professional careers and supply high 
quality staff for Nigerian libraries? What improvements could be made? 
It is therefore necessary to study the library education programmes currently 
offered in Nigerian library schools and assess the effectiveness of these 
programmes by examining the quality of those already trained and their 
opinions about the education they had in relation to the tasks they have 
to perform. 
In examining the library education programmes attention needs ·also to be 
paid to continuing education. Why are continuing education programmes 
not readily available locally? In which areas exactly are there 
immediate needs for such programmes? Who should be responsible for planning 
and organizing such programmes? 
As a follow-up to this study it would be useful to study the job satisfaction 
of librarians in Nigeria. This research is concerned with the process by 
which librarians select and advance in their professional careers. The 
resultant levels of job satisfaction derived from these careers and the 
factors determining the levels of job satisfaction attained have to be 
examined in providing better career prospects for, and deriving maximum 
output fro~ librarians. 
Although there are similarities between librarians from developing and 
developed countries (like reasons for choosing the profession), there are also 
major differences between the two sets of librarians. For instance, men 
usually constitute the majority among librarians in a developing country, 
unlike what usually obtains in a developed country; This is bound to have 
some effect on the image of the librarians in a developing country. If 
librarianship is still regarded as a profession for women it would not be 
to the same extent as in developed countries. Therefore there is the need 
to study what exactly the image of the profession is in a developing country. 
There is no need continuing to depend on guesses and rough ideas in this 
matter. 
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libraries in Nigeria are in dire need of professional personnel. There 
are bright career prospects for librarians in libraries of different 
types to satisfy individual interests, aspirations and potentials. Yet 
some library schools, like Ibadan, find it difficult every year to attract 
enough candidates to fill available student places. Many candidates who 
are offered admission fail to turn up. 
Despite the prospects some young trained librarians do leave the profession 
after a short period of service. This calls for a study not only of those 
who are and continue in the profession but also of those who leave it. 
Finding out what causes those who have been offered admission to a library 
school not to accept the offer subsequently and others in the profession 
to desert will reveal ways of attracting and retaining individuals in the 
profession. It would also be useful to study the subsequent careers of 
such people. 
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APPENDIX 
THE QUESTIONNAIRE 
Dear Sir/Madam, 
jj/ 
UNIVERSITY OF IBADAN, IBADAN 
DEPARTMENT OF LIBRARY STUDIES 
14 January, 1979 
The Career, Mobility and Job Satisfaction of Librarians 
in Nigeria 
I am carrying out a research on the above subject. Consequently 
I intend to visit your library in the month of __________________ ~1979 
to interview you and other professional members of your staff. 
This advance information is to solicit for your co-operation. 
I would also be grateful if you could let your staff know about this 
proposed visit. I am counting on their willing assistance and 
co-operation as well. 
Thanks very much. 
Very sincerely yours, 
Briggs C. Nzotta. 
Lecturer 
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UNIVERSITY OF IBADAN, IBADAN 
DEPARTMENT OF LIBRARY STUDIES 
15 January, 1979 
Dear Sir/Madam, 
The Career, Mobility and Job Satisfaction of 
Librarians in Nigeria 
Hitherto not much elaborate research has been carried out to understand 
the librarians in Nigeria as a professional group of working individuals. 
To fill this gap, this project is being undertaken to study the important 
aspects of their background, career, mobility and job satisfaction. 
For meaningful results we count very much on your co-operation in 
responding to this questionnaire. No doubt it is a rather extensive 
questionnaire and requires a fair amount of effort to complete. However, 
anything worthwhile costs some effort. We therefore hope you will willingly 
spare the effort and time needed. 
All information given will be treated in strict confidence. 
Please accept our immense gratitude for your co-operation. 
Very sincerely, yours, 
Briggs C. Nzotta. 
BCN/GCE 
The Career, Mobility and Job Satisfaction 
of Librarians in Nigeria 
Please complete the questionnaire by either ticking the correct answer 
or filling the blank where appropriate. 
A. Background Information 
1. Sex: (a) Male (b) Female 
2. Age: (a) 21 - 25 (b) 26 - 30 
(c) 31 - 35 (d) 36 - 40 
(e) 41 - 45 (r) 46 - 50 
(g) Over 50 
3. State (or, if an expatriate, country) of origin: 
4. Marital status: 
(a) Single ____ _ (b) Married '--__ '--__ _ 
(c) Widowed ____ _ (d) Divorced ______ _ 
(e) Separated ___ _ 
5. If married, what is your spouse's occupation? _______ _ 
6. How many children do you have? 
(a) No child ___ _ (b) 1 - z ______ _ 
(c) 3 - 4 ____ _ (d) 5 - 6 ______ _ 
(e) More than 6 ___ _ 
7. What was your father's occupation when you were about the age of 18 
(or before he died, if he did not live till you were 18)? 
8. (a) Did your father have any formal education? (i) Yes __ _ 
(H) No __ _ 
(b) If yes, what is the highest level of education he attained?: 
(i) Primary six or below _____________ ___ 
(H) WASC or its equivalent _____________ _ 
(iii) HSC or its equivalent 
-----------(iv) University degree _______________ _ 
(v) Teachers' certificate _____________ _ 
(vi) Other (please specify) 
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9. (a) In what type of .library are you working? 
(i) University 
(ii) College of Technology, Polytechnic, etc. 
(iii) Public, State or National 
(iv) Special 
(v) Library School teaching 
----
(b) What is the title of your present position (e.g. Librarian 11, 
Director, etc.)? 
(c) On what salary grade level are you? 
(i) 08 - 09 ____ _ (H) 10 - 12 _____ _ 
(Hi) 13 - 14 ____ _ (iv) 15 - 16 _____ _ 
(v) Other (please specify) ___________ _ 
(d) If you are not the head or deputy head of the library service, in 
which section or department (acquisitions, circulation, etc.) of the 
library do you work ? 
(e) Are you the head of this department or section? 
(H) No (i) Yes _______ _ 
-------
B. Education 
10. Please list your academic qualifications, supplying the required 
information about each one : 
Quali fication Awarding Classification Year 
Institution (Division one, obtained 
second lower, 
- etc.) 
i. 
ii. 
iii. 
iv. 
11. If you are a graduate, please list the major and minor subjects 
you studied for each degree: 
DEGREE MAJOR SUBJECT(S) MINOR SUBJECT(S) 
i. 
ii. 
iii. 
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12. List the institutions you attended for your professional 
(librarianship) education and the qualifications obtained. 
Institution Date Attended Qualification Obtained 
~ROM TO 
i. 
ii. 
iii. 
C. Choice of Librarianship as a career: 
13. (a) Were you engaged in other full-time occupations before becoming a 
librarian or working in a library? 
(i) Yes _____ _ (ii) No ______ _ 
(b) If yes, please give details of such employment: 
Post Employer Period Reason(s) for leaving 
From To 
i. 
ii. 
Hi. 
14. (a) When did you first consider librarianship as a possible career 
for you? (Please tick the appropriate period below): 
(i) Before attending secondary school 
(ii) While attending secoridary school __________ _ 
(iii) While in the sixth form 
----------------------(iv) While working after secondary school or sixth form 
(v) While in the University _____________ _ 
(vi) While working after the first degree course ____ _ 
(vii) Other (please specify) _____________ _ 
(b) When did you decide definitely to become a librarian? (Tick one): 
(i) Before attending secondary school 
----------------(ii) While attending secondary school ______________ _ 
(iii) While in the sixth form 
----------------------(iv) While working after secondary school or sixth form __ __ 
(v) While in the University 
--------------------------(vi) While working after the first degree course ________ _ 
(vii) Other (please ~pecify) ______________________ ___ 
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15. (a) Did you also make up your mind on which type of library to work 
in when you chose librarianship as your profession? 
(i) Yes (ii) No 
(b) If yes, which type{s)? 
(c) Why did you choose to work in this type of library? 
16. To what extent did the following reasons or factors influence your 
choice of librarianship as a career? (Tick as many reasons as are 
applicable in your case): 
Very Somewhat 
Influential Influential 
(i) Liking for books 
(E) Liking for people 
(Hi) Good salary, security and/or 
promotion prospects 
(iv) Attractive personality of 
librarians 
(v) Attractive work schedule 
or working hours 
(vi) Attractive working environment 
(vii) Opportunity for intellectual 
development 
(viii) Scope for initiative, ambition 
and/or opportunity to rise through 
one's own efforts 
(ix) Novelty and variety of 
experience expected 
(x) Opportunity for high level 
administration and planning 
(xi) Degree of prestige accorded 
to librarians 
(xii) Previous library work experience 
(xiii) Opportunity to continue. formal 
education 
(xiv) Financial aid or scholarship 
offered 
(xv) Number of vacancies existing in 
libraries or advertised 
(xvi) Vocational materials (books, 
pamphlets, etc.) seen and/or read 
(xvii) Escape from teaching 
(xviii) Escape from another occupation 
(xix) Desire of your employers or boss 
(xx) Expediency or chance ("l just found 
mysel f in the profession") 
(xxi) Other (please specify) 
Very Somewhat 
Influential Influential 
17. To what extent were the following (types of) individuals influential 
in your decision to become a librarian? (Tick as many types of 
individuals as are applicable). 
Very Somewhat 
Influential Influential 
(i) Librarian· 
(ii) Library school lecturer 
(Hi) Other University lecturer 
(iv) School teacher 
(v) Parent 
(vi) Spouse 
(vii) Other relative 
(viii) Friend 
lB. 
(ix) Other (please specify): 
(a) Did you consider other 
careers for you before 
occupations or professions as possible 
finally deciding on librarianship? 
(i) yes. _______ _ (ii) No __________ _ 
(b) If yes, which one(s)? ________________ _ 
(c) What strong reason(s) did you have against this (these)? 
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D. Professional Career and Mobility: 
19.- Please list all the posts you have held in libraries and/or library 
school, both before and after your first professional course. Treat 
all promotions as separate posts. In the case of changes of employment 
(or employer) indicate previous (last) and new salaries offered. 
Employer Post Library or Period Previous New 
library school (month Salary Salary 
where employed and vear) 
From To 
i. 
ii. 
iii. 
iv. 
v. 
vi. 
vii. 
20. (a) list the departments and/or sections (acquisitions, cataloguing, 
reference, etc.) of the library in which you have worked during 
your career so far : 
i. 
ii. 
iii. 
iv. 
i. 
ii. 
iii. 
iv. 
Section/Department Period Reason(s) for change 
(month and 1ear) 
From To 
(b) If you are a library school teacher, please indicate the subjects 
you teach: 
Subject level Taught (PGDl/MlS, 
Diploma, BlS, etc.) 
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21 If you are a university graduate, which of the posts listed in 
Question 19 was (were) given to you specifically because of your 
subject(s) of specialization outside the field of librarianship 
(in other words, you could not have performed the job effectively 
without that specific subject background)? 
22. If you have ever moved from one· library, library school or employer 
to another, why did you effect the change(s) of job? Rank those of 
the following reasons which are applicable in your case in descending 
order of importance - the most important being·ranked first (1): 
(a) Higher salary _____________________ _ 
(b) Greater advancement prospects ______ .,..-________ _ 
(c) Better fringe benefits (e.g. housing, medical care, etc.) 
(d) Opportunity for continuing education or better staff development programmes ___________________ __ 
(e) Desire to assume greater responsibilities ___________ __ 
(f) Desire to be a boss or head of a library __________________ __ 
(g) Proximity to home town or state of origin 
------------------(h) Desire to be far away from home ________________________ _ 
(i) In search of job satisfaction 
----------------------------(j) In search of high reputation ______ ~ _________________ ___ 
(k) Strained relationship with former boss 
---------------------(1) Strained relationship with former colleagues ___________ _ 
(m) Adventure ________________________________________ _ 
(n) Other (please specify and rank): 
23. If you have not changed job (moved from one employer to another) 
since you qualified as a professional librarian, rank those of the 
following reasons which apply in your case in descending order of 
importance - the most important being ranked first (1): 
(a) Not long (less than three years) since qualifying __________ __ 
(b) Proximity to home town _________________________________ _ 
(c) Reluctance to work outside state of· origin 
-----------------(d) Family commitments ___________________________________ _ 
(e) Concern about retirement benefits 
-------------------------
346 
(f) Children's schooling ____________________________________ __ 
(g) Satisfaction with present job __________ ~ ________________ __ 
(h) Difficulty in getting another job ________________________ __ 
(i) Wife' s/husband' s job ____________________________________ _ 
(j) Good conditions of service 
-------------------------------(k) Already attained the highest possible status 
in the profession ____________________________ __ 
(1) Reluctance to leave old friends, colleagues and/or familiar 
environment __________________________ __ 
(m) Other (please specify and rank): ________________________ _ 
24. (a) List the professional and scholarly organizations (Nigerian Library 
Association, Nigerian Association of Agricultural Librarians and 
Documentalists, Nigerian Historical Society, etc.) to which you 
belong, the offices you hold or have held in these organizations 
and the dates these offices were held: 
Professional Organization Office(s) Held Date 
i •. 
ii. 
iii. 
iv. 
(b) How regularly do you attend the meetings, conferences, etc. of 
these organizations?: 
Professional Organization Attendance at t1eetings 
Often Occasionally Never 
i. 
ii. 
iii. 
iv. 
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25. (a) Tick the number of items in each of the following categories of 
writings you have had published in the field of librarianship 
(including information science) 
-
Category of Writing 1 - 3 4 - 10 11 - 20 Over 20 
i. Periodical articles 
ii. Newspaper articles 
iii. Book reviews 
iv. Letters to the editor 
v. Books and monographs 
vi. Occasional papers or pamphlets 
vii. Other (specify) 
(b) In what other publication activities have you participated (e.g. 
member of an editorial board)? ______________________________ _ 
E. Job Satisfaction: 
26. Each of the following statements tries to reflect your feeling about 
an aspect of your present job. Against each statement indicate 
whether you: 
(i) Strongly Agree (SA); 
(E) Agree (A) ; 
(iii) Are Undecided (U) ; 
(iv) Disagree (D); 
or (v) Strongly Disagree (SO); 
Tick the appropriate column against each statement. 
SA A U 0 SO 
(a) I am able to keep busy all the time on my job 
(b) I have ample opportunity to work independently 
(c) My job gives me the chance to do different 
things from time to time (variety) 
(d) People I come in contact with do realize 
that the librarian's role is important 
(e) The higher administrative (managerial) staff 
of our library (service) or library school 
always display fairness in dealings with 
their subordinates 
(f) My supervisor or immediate boss is quite 
competent at making decisions 
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SA A U D 
(g) I am free to follow the dictates of my 
conscience in whatever I do 
(h) My job provides for steady and secure 
employment 
(i) I do have ample opportunity to do things 
for other people 
(j) The authority I have is sufficient to 
easily meet my responsibilities 
(k) My job gives me the chance to do things 
I feel I can do best 
(l ) The policies of the library (or Library 
School) are humane and reasonable and 
they are efficiently executed 
(m) My salary is commensurate with the amount 
of work I do 
(n) Ample opportunity is provided for one to 
advance on one's own merit 
to) I am given ample opportunity to make 
decisions 
(p) There are many opportunities for 
creativity and self-expression 
(q) The co-operation and group effort provided 
by my fellow employees is quite high 
(r) I do get adequate praise and/or reward 
for doing a good job 
(s) I derive sufficient feeling of 
accomplishment from my job 
(t) The physical surroundings of my job are 
satisfactory 
27. To what extent has your professional career thus far fulfilled 
your expectation? 
SD 
. 
(a) Much more satisfying than expected ____ ~ _________________ __ 
(b) Somewhat more' satisfying than expected ______________ _ 
(c) About as expected _______________________ _ 
(d) Somewhat disappointing _________________ ___ 
(e) Very disappointing __________________ _ 
28. Please comment freely on any aspect of this questionnaire or your 
career if you wish: 
Dear 
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UNIVERSITY OF IBADAN, IBADAN 
DEPARTMENT OF LIBRARY STUDIES 
The Career, Mobility and Job Satisfaction 
of Librarians in Nigeria 
When I visited your institution, I left a questionnaire with you on the 
above subject. Unfortunately you have not been able to return the 
completed questionnaire to me. 
Your participation in the project is very essential so that sufficient 
data could be collected for meaningful results to be obtained from the-
study. Therefore I hereby implore you to complete and return the 
questionnaire to me as soon as possible. 
I enclose another copy of the questionnaire in case the previous one 
has been misplaced. 
I still count on your co-operation and I am very grateful for this. 
Very sincerely yours, 
Briggs C. Nzotta 
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The Sample to Which the Questionnaire Was Sent 
INSTITUTION 
A. University Libraries: 
1. Ahmadu Bello University, Zaria 
2. Bayero University, Kano 
3. University of Benin 
*4. University of Calabar 
5. University of Ibadan 
6. University of Ife, IIe-Ife 
7. University of Ilorin 
8. University of Jos 
9. University of Lagos 
10. University of Maiduguri 
11. University of Nigeria, Nsukka 
12. University of Port Harcourt 
B. College and Polytechnic Libraries: 
*1. Alvan Ikoku College of Education, Owerri 
2. Bauchi College of Arts and Science 
3. College of Education, Awka 
4. College of Education, Port Harcourt 
5. College of Science and Technology, Ca la bar 
6. College of Science and Technology, 
Kaduna Polytechnic 
7. College of Science and Technology, 
Port Harcourt 
8. Ibadan Polytechnic 
9. Institute of Management and Technology, Enugu 
*10. Kwara State College of Technology, Ilorin 
11. Oyo State College of Arts and Science, lle-Ife 
12. Yaba College of Technology 
NO. OF LIBRARIANS 
Male Female Total 
26 
6 
5 
3 
10 
12 
7 
1 
18 
4 
14 
1 
107 
3 
1 
3 
1 
1 
2 
5 
2 
4 
3 
25 
9 
1 
6 
1 
14 
7 
1 
4 
8 
2 
11 
2 
66 
2 
2 
6 
1 
1 
1 
13 
35 
7 
11 
4 
24 
19 
B 
5 
26 
6 
25 
3 
173 
3 
1 
3 
2 
1 
1 
4 
11 
3 
5 
1 
3 
38 
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C. Public (State) Libraries and the National Library: 
1. The National Library of Nigeria 
2. Anambra State Library 
3. Bauchi State Library 
4. Bendel State Library 
5. Cross River State Library 
6. Imo State Library 
7. Kaduna State Library 
8. Kano State Library 
9. Kwara State Library 
10. Oyo State Library 
11. Plateau State Library 
12. Rivers State Library 
*13. Central library, Lagos 
*14. Central Library, Vaba 
D. Special Libraries: 
*1. Central Bank of Nigeria, Lagos 
2.Central Medical Library, Lagos 
3. Centre for Management Development, Lagos 
4. Cocoa Research Institute of Nigeria, Ibadan 
5. Federal Department of Forestry, Ibadan 
*6. Forest Research Institute of Nigeria, Ibadan 
7. International Institute of Tropical 
Agriculture, Ibadan 
NO. OF LIBRARIANS 
Male Female Total 
16 
9 
2 
16 
6 
7 
6 
5 
6 
2 
2 
1 
78 
2 
1 
2 
1 
3 
7 
6 
6. 
4 
1 
4 
1 
2 
1 
3 
2 
37 
1 
1 
1 
1 
1 
3 
23 
9 
2 
22 
12 
11 
7 
9 
7 
4 
1 
2 
4 
2 
115 
3 
1 
2 
3 
1 
1 
8. National Root Crops Research Institute, Umudike 1 
6 
1 
9. National Science and Technology Development 
Agency, Ibadan 
10. Nigerian Horticulturai Research Institute, 
Ibadan 
11. Nigerian Institute for Social and Economic 
Research, Ibadan 
12. Nigerian Television Authority, Ibadan 
*13. Project Development Agency (PRODA), Enugu 
14. Radio O-V-D, Ibadan 
15. Star Printing and Publishing Co., Enugu 
1 
1 
1 
1 
1 
2 
17 
1 
1 
2 
1 
13 
2 
1 
1 
1 
1 
4 
1 
30 
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E. Librar~ Schools (De~artments of Librar~ Studies) : 
1. Ahmadu Bello University, Zaria 
*2. Bayero University, Kano 
3. University of Ibadan 
4. University of Maiduguri 
NO. OF LIBRARIANS 
Male Female Total 
12 2 14 
5 1 6 
7 7 14 
1 1 2 
25 11 36 
* No individual from these institutions returned the questionnaire 
Type of Library 
University 
College 
"" 
Public and National 
'" 
"" 
Special 
Library School 
Distribution of the Total Sample by Sex and Type of Library 
No. 
107 
25 
78 
17 
25 
252 
Male 
0' 
,0 
42.5 
9.9 
31.0 
6.7 
9.9 
100.0 
Female 
No. 
66 47.1 
13 9.3 
37 26.4 
13 9.3 
11 7.9 
140 100.0 
Total 
No. 
173 44.1 
38 9.7 
115 29.3 
30 7.7 
36 9.2 
392 100.0 
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